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CHAPTER I

PROBLEM DELIMEATION AND RESEARCH DESIGN

Intreductien

"Every age develops an organizational form appropriate

to its genius."l

Today's genius has formulated and implementead
the large-scale endeavor as its representative in the history
of management, History will refer to the large-scale
endeavor as matrix management, configuration management,
phase management, data management, or, perhaps, project man-
agement., The author chooses the latter term, project manage-
ment, to define the total concept of the large-scale endeavor
which may include elements of matrix, configuration, phase,
data, and other systems approaches to management. Whatever
framework one chooses, however, the term "traditional
management" is noticeably absent. The traditional management
concepts represent the genius of a prior age and the large-
scale endeavor, project management, does not operate withia

the simplified scheme of its enterprises.

lyarren G. Bennis, "Pcst-Bureaucratic Leadership,"
Transaction: Social Science and Modern Society, July/August,
1969, p. 44.




Take, for example, such traditional
principles as "well defined areas of
anthority and responsibility," "unity
0! command," "one man, one boss,"
"nnity of direction," "one objective,
ci1e plan," "compensation commensurate
with contribution," "centralized
olerations," the "Scalar" unbroken
line of command, "a place for cvery-
tiing and everyone, and everything
aad everyone in 1ts place," or
"stability of tenure, no unnecessary
tarnover." Such principles might
work well for the static organization,
Lut more is needed for the dynamism
required in a successful large-scale
e¢ndeavor,

Project manacement, as a departure from the traditional
management concepts, is sometimes considered the antithesis
of "the pyramidal, centralized, functionally specializad,
impersonal m2chanism known as bureaucracyq“3 The project oc
programmatic organization is perceived as being des:igned
around factorss of "flexibility," "maneuverability," and an
accepted level of "instability“"4

A comparison of the project viewpoint with the
functional-traditional viewpoint brings at least seven dis-

tinguishing project characteristics to the foreground: (1)

2James E. Webb, Space Age Management: The Large Scale

Approach, New York: McGraw-Hi Book Company, c. 19€¢3, p. 136

3Bennis, "Post-Bureaucratic Leadership,” see note 1.

4Webb, Space Age Manaygement, see note 2, p 8




the line functions are placed in a support position in the
project organization creating a web of authority and responsi-
bility among diverse organizational participants; (2) prime
emphasis is placed on horizontal and diagonal work flow with
important business conducted as the legitimacy of the task
requires; (3) important business 1s not conducted through a
pyramiding structure of superiors and subordinates. but through
peer-to-peer, manager-to-technical expert, asgociate-to-
associate, etc., relationships; (4) the project objective
may be multilateral; (5) the project manager manages across
functional and organizational lines to accomplish a common
interorganizational objective; (6) responsibility and author-
ity may not be commensurate since many of the project manager's
support personnel may be responsible to other managers for
pay, performance reports, promotions, etc.; and (7) the
project organization is finite in durationﬂ5

Since the projecct organization displays characteristics
which are not typical of the traditional organization, the
project managers.responsible for the management of large-
scale endeavors are in unique management positions. In fact,
it has been suggested that the "traditional" executive coulid

not function in the project environment.

5Davj.d I. Cleland and William R. King, Systems Analysis
and Project Management, New York: McGraw-Hill Book Company.
c. 1968, p. 153.




The executive trained only in tradi-
tional principles, able to operate
only in accord with them and uncon-
fortable in their absence, would be
of little use and could expect to
gain little satisgaction in a large
complex endeavor.

The project manager must display a talent appropriate to the
flexibility of the project organization. He must have a high

tolerance for ambiguity.

In the large-scale endeavor the man
himself must also be unusual; he must
be knowledgeable in sound management
doctrine and practice, but able to do
a job without an exact definition of
what it is or how it should be done;
a man who can work effectively when
lines of command criss-cross and move
in several directions rather than
straight up and down; one who can ad-
just to, and be himself, several
bosses at the same time; one who can
work effectively in an unstable en-
vironment and can live with uncertainty
and a high degree of personal insecur-
ity; one willing to work for less of

a monetary reward than he could insist
on elsewhere; one who can blend public
and private interests in organized 7
participation to the benefit of both.

The project manager has generated a positional charisma that
has elicited increasing attention among organization theorists.

One result of that attention has been an evolving interest

6Webb, Space Age Management, see note 2.

7Webb, Space Age Management, see note 2, pp 136-137




in "project manager" as a professional career orbjective .in
the same sense as "engineer" or "professcr." This study
explores the professional and technical qualifications
associated with a project manager career

"Today's need is, I believe, increased emphasis on
research that will provide greater knowledge and deeper
understanding of what successful administrative leaders 1n
large endeavors really do, why they do 1t, and what effect
it hasn"8 A study of "project manager" as a professional
career is, in part, an answer to what successful administra-
tive leaders in large-scale endeavors do, The underlying
assumption is that the project manager plays a critical role
in determining the success or failure of any large-scale
endeavor. An examination of the project manager's career
and the attempt to define the technical and professional
qualifications for the position, of necessity, must focus on
what the project manager does.

The significance of this study is enhanced by 1its focus
on a select group of Apollo project managers. The Apolio
Program is clearly recognizable as a large-scale endeavor a
project organization. Apollo project manageis represeant,
tht might be termed, one of the first generations ot career

project managers. This group, thererore, seams the most

8Webb, Space Age Management, see note 2, p. 3
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appropriate choice in terms of identifying the professional

qualifications of the office of the project manager.

The Objective of This Research

The objective of this research is to formulate and
examine some specific criteria which can be identified with
"project manager" as a professional career. To meest this
objective, the demographic characteristics of a select group
of Apollo project managers will be compiled and evaluated.

The evaluation will identify any career patterns capable of
standing as technical and/or professional qualifications for

a project manager. For example, an examination of the educa-
tien of the sample may show certain degree levels and/or fields
of concentration as predominant. Any such predominant patterns
may be interpreted as a qualification or desirable characteris-
tic for a project manager. Drawing the demographic profiles

of a sample of Apollc project managers is a direct and objec-
tive method of analyzing the group characteristics.

To insure that the demographic analysis focuses on
those positive and relevant characteristics, a brief survey
of the literature will attempt to point out what the per-
ceived rol- of the project manager is. Although this
perceived role may be substantiated, modified, or discredited

by the analysis of a specific group of project managers, the




literature does provide some preliminary insights and a
viable framework for comparison.9 The demographic analysis
in this study offers a research dimension capable of placing
prior perceptions and conceptualizations of the project
manager in perspective.

It should be noted that the basic concern Of thu.s
study is the formal aspects of the position of projecr
manager. The informal qualifications for the position either
in terms of personality or management style are strictiy
peripheral considerations which attempt to draw attention to

the possibilities of future research.

Limitations of This Study

As suggested, this study does not ¢ .1 with the per-
sonality traits or management style of the project manager.
This is not, however, to underestimate their importaance; the
personality of the project manager is a critical var.able 1in
determining how he perceives his environment and how he copes
with his diverse responsibilities. A limitation of this
study, therefore, is its scope; it considers primarily the
formal technical and/or professional qualifications of the

project manager.

9Chapter 11, "The Perceived Role of the Project Man-
focuses on the literature.

ager,’




Possible Contributions

A significant contribution of this study would Le to
draw the realms of theory and practice into closer focus.

If the study verifies the perception of the project manager as
presented in the literature, an important step is made 1n
solidifying theory as applicable to the "real world" situation.
On the other hand, if the study fails to show any consistency
with the literature, the necessity of further research to

seek out some consistent pattern would be enhanced.

A more basic contribution is the drawing of the demo-
graphic profiles of a sample of Apollo project managers and
relating these profiles t the professional status of the
project manager. Although the Apollo Program represents one
of man's most complex undertakings, relatively little research
has been done on the management team that made the Apollo

mission a reality.

Methodology

The Samgle

The sample for this study is a select group of Apollo
project mancgers within the National Aeronautics and Space
Administration (NASA). The population includes all of the
project managers directly concerned with some hardware

component used in the Apollo Program. All managers involved




with the stages of the Saturn V, the engines, the instrument
unit, ground support equipment, and the space vehicles (i.e.,
the command module) make up the total population. The
population size is thirty-flve.lo The population is concen=
trated at two NASA field center locations, George C Marshall
Space Flight Center, Huntsville, Alabama and Manned Spacecraft
Center, Houston, Texas.

The total universe of project managers would include
other NASA personnel (i.,e., managers of unmanned projects
at Goddard Space Center), personnel in other Government
agencies and departments (i.e., Department of Defense), and
a host of industrial personnel both within and outside of
aerospace regearch and development.

The sample used includes fifteen Apollo project
managers. The sample size, n=15, represents 42.9 per cent
of the population., Selection of the sample was based on
availability and completeness of information and represents
the diverse Apollo task areas (i.e., stages, engines).

The sample represents both the task areas and field

center locations of the total population. 1In this context

lOAlthough there is not a formal listing of Apollo
project managers, individuals associated with particular
hardware systems, within specific salary ranges, and
responsible for specific task objectives have been .denti-
fied by the 3yracuse University/NASA research team and
labeled Apollo project managers.
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and considering the relative size of the sample (42.9 per
cent) random selection has three poasible disadvantages:

(1) the probability of selecting managers concentrated in
fewer task areas might be i1ncreased; (2) both field center
locations might not be represented; and (3) after selection

it might be found that data from NASA Personnel 18 not avallable

Sources of Empirical Data

Two sources of data will be utilized, the Personnel
Management Information System (PMIS) and the Executive
Assignment System (EAS). The PMIS is a computerized filing
system which consolidates basic data on all NASA emplcyees.ll
All information is coded and retrieved from a central data
bank located at NASA Headguarters in Washington, D. C. A com-
puter print out on the sample considered was made available
to the author. Code sheets and a master key were supplied
for interpreting the data providedv12 The PMIS is updated

quarterly. The following information was retrieved from the

PMIS.

l]‘Uusﬁ, NASA, Headquarters, Eersonnel Management

Information System - (PMIS): Data Processing Manual, Jaau-
ary, 1967.

12pppendix A includes: (1) PMIS detailed description;
(2) code sheets; (3) computer print out and master key
All names have been deleted from the print out to maintain
the confidence of the managers involved.
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1. Education.

a. Educational level.

b. Fields of conrcentration

¢, Year graduated.

2, Present Employment.

a. Location.

b. Salary - Government Service Rating (G5
including grade, step, and doliar
equivalent.

3., Government Service Information.

a. Age.

b. Length of Federal Service.

c¢. Length of NASA Service.

The EAS is a questionnaire filing system that contains
detailed information on NASA employees with a GS status of
fifteen or above. All of the managers considered are GS-15
and over. The section of the EAS relevant to this study 1is

the Executive Inventory Recordg13

The NASA personnel files
were made available for the author's personal inspection A
guestionnaire corresponding to the Executive Inventory Record

was made up and relevant data pertaining to this study was

13Uese, Civil Service Commission, Bureau of Executive
Manpower, Executive Assignment System, 1967,
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manually copied cnto the questionnaireal4 The following

information was cobtained from the Executive Inventory Record.

1. Education.
a. Educational level.*l5
b. Fields of concentration.*
¢. Honors,
d. Educational attainment after entering
Federal Service.
e. Year graduated.*
f. Institutions attended.
2, Present Employment.,
a. Location.*
b, Length of time in present position.
c. Salary.*
d. Job description.
3. Past Employment.
a. Location.
b. Employing organizations.

¢. Job description.

14Appendix B includes: (1) a blank copy of the

Executive Inventory Record; and (2) a blank copy of the
questionnaire used to transfer the data.

15Items marked with an asterisk (*) indicate duplica-
tion of data available from PMIS.
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4. Government Service Information.

a. Age *

bh. State of residence at time of first
Federal appeointment.

& Length of Federal Service.¥

d Salary at time of first Federal appointment.

e. Reasor for entering Federal Service,

£, Number of times left Federal Service.

g. Number of times changed jobs in last
five years.

5, Miscellaneous Characteristics.

a. Areas of job interest outside of present
position.

b. Attitude toward geographic relocation.

c. Attitude toward job change.

d. Member of professional group or society.

e, Publications.

f. Civic activities.

g. Honors (non-scholastic).

h. Management experience.

i. Superior skill levels.

4, Size of organizations (groups) managed.

k. Working relations in other occupational

areas.
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Meeting the Objective

The pregentation and evaluation of the Apollo project
managers' demographic characteristics as evidenced by the
PMIS and the EAS should provide an adequate framework for
identifying any congistent patterns pointing to technical
and/or professional qualifications. The data offers not only
a profile of the manager's present position, but substantial
information concerning past experience and overall management

orientation.

Previous Studies

A study of particular relevance to this research was
conducted by the Bureau of Executive Manpower. The study,
conducted in 1968, used the PMIS as its basic data source
for the purpose of determining some significant characteris-
tics of the Federal career executive., The study covered some
22,000 Federal executives. The Apollo project managers
considered here represent only a minute percentage of the
Federal executives studied and were in no way stratified from
the total group considered. The study serves as a useful
base of comparison for matching some of the characteristics
of the Apollo project manager with those of other Federal

executives,16

16U.Sg, U.S. Civil Service Commission, Bureau of Execu-
tive Manpower, Characteristics of the Federal Executive, Feb-
ruary, 1968. Appendix C includes a copy of the entire study.
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Organization of the Study

"The Perceived Role of the Project Manager," Chapter
II, is a survey of the current literature on project manage-
ment. This chapter establishes some preliminary insights
into what the technical and/or professional qualifications of
the project manager are. Although the focus of the literature
is ;ot "project manager" as a career, significant aspects of
what the project manager's job is perceived to be are dis-
cussed. The purpose of this chapter is to delineate what that
perceived role is.

"Demographic Characteristics," Chapter III, succinctly
presents the demographic characteristics of the sample of
Apollo project managers through the compilation of the PMIS
and EAS data collected. The characteristics are not inter-

reted by the author 'in this chapter.

"Analysis of Demographic Characteristics: Indications
of Technical and/or Professional Qualifications," Chapter IV,
integrates the data presented in Chapter III into identifiable
career patterns. The technical and/or professional qualifica-
tions of the Apollo project managers as evidenced by the data
are delineated in this chapter.

"Summary and Conclusions," Chapter V, integrates the
analysis of Chapter IV with the preliminary insights gained

by the review of the literature in Chapter II. The



implications of this research and the possibilities for

future research are discussed in the concluding pages.

16
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CHAPTER II

THE PERCEIVED ROLE OF THE PROJECT MANAGER

Management and ‘lechnology: An Expanding Environment

A discussion of the project manager must transcend a
consideration of the individual and look, at least briefly, at
the project manager's interaction with his project team. In

the words of one management theorist:

Conventional organizational theory has
focused almost exclusively on the in-
dividual as the main building block

of the organization and has tended to
ignore the problems of groups or teams
and their development. . . ., However,
the complexity of the environment and
the goal structure of the enterprise
create a situation in which it is no
longer possible to comprehend or con-
duct the operation of the enterprise
without some form of teamwork and

team building.i

The project manager 1s, in many respects, dependent upon his
project team in order to accomplish the task objectives of
the project. This dependence implies that in order to

effectively draw on the resources of the project team, the

lDouglas McGregor, The Professional Manager, New York:

McGraw-Hill Book Company, c¢. 1967, p-. 181.
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project manager has to have the ability to "resolve conflicts"
among team members, the abilaty to "build alliances and

reciprocity," and the overall ability to "maintain the integ=-

rity of the project teamo"2 In a real sense, the project

manager 1is:

+ o o the man in between management
and the technologist - the one man in
the organization who must be at home
in the front office . . . and at home
in the laboratory. . . . In his own
right he does what neither the front-
office executive nor the scientist
can do: accomplish the aims of his
corporate management, while serving
as a perpetual buffer so that thé
engineers and scientists can meet 3
the technological objectives . . .

Acting as the buffer between management and technology, the
project manager's sphere of influence extends even beyond
the project team and he becomes involved in a "web of
interrelationships" as the organizational matrix expands,4
The question, therefore, becomes, what type of individual is

needed to fulfill the project manager position? What special

2David I. Cleland, "Understanding Project Management,"

Notes & Quotes, p. 7, 1967, reprinted from Manage, Vol. 19,
No. 9, 1967.

3Paul 0. Gaddis, "The Project Manager," Harvard
Business Review, May-June, 1959, pp. 93-94,

4John F. Mee, "Matrix Management," Business Horizons,

Summer, 1964, pp. 70-72.
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qualifications should he have? What type of special problems
should he be willing and able to handle?” Viewed in the
context of the project team and the organizational environ-
ment extending beyond the project team, a determination of
the qualifications of the project manager includes a wide

range of technical and management skills and abilities.

The Function of the Project Manager: Some

Differentiating Characteristics

One author's interpretation of the prime function of

the project manager is as follows:

A project manager is responsible for
planning, motivating, and controlling
activities essential for the engineer-
ing and manufacturing functions in-
volved in producing an end item.®

A preliminary examination of this definition does not appear
to distinguish the function of the project manager from that
of the traditional manager. The distinction arises in terms

of how the project manager achieves his objectives.

5Gaddis, "The Project Manager," see note 3, p. 94.

6John F. Mee, "Project Management," Business Horizons,
Fall, 1963, p. 53.
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In a sense project management is com-
patible with the traditional and
functional approach to management,
yet 1t has provided a way of thinking
about management of highly technical
and costly products whose development
and acquisition spread across several
large autonomous organizations. The
project manager crosses functional
lines to bring together the manage-
ment activities required to accomplish
project objectives. The project
manager has certain characteristics
that differentiate him from the
traditional manager.

In this context, seven areas can be delineated where the
project manager can be differentiated from the functional
manager: (1) the project manager must accomplish objectives
through organizations and agencies outside of his direct cen-
trol; (2) since the project manager cuts across organizational
lines, his authority conflicts with that of functional man-
agers; (3) the project manager must determine the type of
support his project needs and when it will be needed; (4)
his task is finite in duration; (5) he must employ manage-
ment techniques which enable him to successfully oversee a
high proportion of professionals; (6) he must act as
coordinator for all project activities; and (7) he must

operate without direct line authority over the organizations

involved in the physical (production) aspects of the task.8
e 7David I. Cleland, "Why Project Management," Business

Horizons, Winter, 1964, p. 82.

8Cleland, "Why Project Management," see note 7.




21

ldentifiable Technical and Professional Qualifications

Once the office of the procject manager is established
as something apart from a traditional management position,
certain technical and professional qualifications can be
delineated.

One qualification for the project manager revolves

around his leadership function.

It 1s, of course, essential that the
project manager have superior leader-
ship ability. He must have adminis-
trative experience in engineering and
manufacturing. And he must be skilled
in planning, budgeting, scheduling,
and other control techniques. A weak
project manager cannot be made strong
and effective by creating additional
controls or a top-heavy project organi-
zation structure.

Beyond the concept of leadership, the project manager needs
certain kinds of experience in diverse areas. One author

cites four areas of prime importance.

(1) His career must have been molded in
the advanced=-technology environment.

(2) He must have a working knowledge of
many fields of science, the funuaa-
mental kind of knowledge which he
can augment when necessary to delve
into the intricacies of a specific
technology.

9Cc J, Middleton, "How To Set Up A Project Organiza-
tion," Harvard Business Review, March-April, 1967, p. 78.
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(3) He must have a good understanding of
general management problems ~ especial-
ly marketing, control, contract work,
purchasing, law, and personncl admin-
Lstration. The concent of profitabil-
1ty should be familiar to him.

‘4) He must have a strong, continuous,
active interest in teaching, trajining,
and developing his supervisors.

Beyond these, the project manager must be able to communicate
with scientific and technical personnel, he must keep project
activities and personnel focused on the immediate task through
leadership, persuasion, or coercion, 1if necessary,ll

From this brief survey of the literature, the follow-

ing technical and professional qualifications can be summar-

rzed.

1. The project manager may be able to
successfully draw on the resources
of the project team.

2., He may be able to resolve conflicts.

3. He may have the ability to build
alliances and reciprocity.

4. He may be able to maintain the integ-
rity of the project team.

5 He may be able to act as the buffer
between management and technology.

lOGadd:.s, "The Project Manager," see note 3, p. 95.

llJohn M. Stewart, "Making Project Management Work,"
Business Horizons, Fall, 1965, p. 67 and Gaddis, "The Pro-
ject Manager," see note 3, pp. 94-96.




10.

11.

12,

13.

14.

15.

He may have the maragement ability to
plan a project.

He may have the management ahility to
coordinate a project.

He may be able to motivate project
participants.

He may have the ability to cross
functional lines and effectively
accomplish project objectives without
direct authority over all participants.

He may be able to effectively super-
vise professional personnel.

He may be an effective leader.

He may have experience in diverse
managerial and technical areas.

He may have a working knowledge in
many scientific areas.

He may have a good understanding of
general management problems and
techniques.

He may be able to "communicate" his
position to his supervisors.

In light of these characteristics, one author viewed the

project manager career in the following perspective:

For those men with the mental and
personal endowment for the project

kind of work - the men of factual
creativiiy, the applied scientists,

the practicing technologists - there

is no element of professional degration
in this work. On the contrary, this
type of professional find the project
pace challenging and exhilarating . . o
and far preferable to the apparent aim-

X 12
lessness of the pure research environment.

1

2Gaddis, "The Project Manager;" see note 3, p. 97.

23
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CHAPTER III

DEMOGRAPHIC CHARACTERISTICS

Edueation

Education Level

In the sample considered, 60 per cent attained a
Bachelors degree, 33 3 per cent a Masters degree, and 6.7

per cent a Doctorate (see Figure l)..l

Fields of Concentration

In the sampie considcred, 86.7 per cent have a Bach-
elors degree in Engineering, 6.7 per cent in Physics, and 6.7
per cent in Math. At the Masters level, 60 per cent have a
degree in Engineering and 40 per cent in Business Administra-
tion. At the Doctorate level, the degree (100 per cent) is

in Engineering (see Figure 2)¢2

lAll data pertaining to education is complete for
the entire sample considered. For all percentages n=15
unless specified otherwise,

2At the Bachelors level n=15; at the Masters level
n=5; at the Doctorate level n=1,
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Across degree levels, 93.3 per cent have degrees in
Engineering -‘one participant with a non-Engineering Bachelors
has a Masters in Engineering:. The total Engineering concen-
tration includes Mechanical, Electrical, Aeronautical, and

Chemical Engineers.

Educational Attainment After Entering Federal Service

In the sample considered, 20 per cent received a Masters
degree, 6.7 per cent a Bachelors degree, 20 per cent attended
one year of graduate school, and 53.3 per cent did not
appreciably further their education after entering Federal

Service (see Figure 3;.

Honors

In the sample considered, 20 per cent received a

Bachelors degree with honors.

Year Graduated

In the sample considered, year dgraduated ranged from
1932 to 1957 at the Bachelcorg-<level, from 1936 to 1963 at the
Masters level, and the Doctorate was received in 1956 (see

Table 1)
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TABLE 1

YEAR GRADUATED

Bachelors Degree

Year Number of Managers

1932
1941
1942
1947
1948
1949
1950
1951
1952
1953
1954
1957

|-—I
mhanJHrdkaHPAFka»kJH

Masters Degree

Year Number of Managers
1936 1
1955 2
1961 1
1963 _1
5
Doctorate
Year Number of Managers

1956 1
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Institutions Attended

In the sample considered, twenty institutions are

represented for all degree levels combined (see Table 2).

Present Employment

Location

In the sample considered, 60 per cent are located at
Marshall Space Flight Center, Huntsville, Alabama and 40 per

cent at Manned Spacecraft Center, Houston, Texas.3

Length of Time in Present Position

In the sample considered, 53.4 per cent have been in
their present positions from two to four years, 33.3 per cent
from five to seven years, and 13.3 per cent from eight to

ten years (see Figure 4).

Salarx

In the sample considered, 93.3 per cent are on the
Government Service (GS) Pay Scale ranging from GS-15/4
($22,000) to G5-i,,’6 ($26,500) and 6.7 per cent are con the

NASA Excepted Sc—ale (AD) at $27,500 (see Figure 5).

3All data pertaining to present employment is complete
for the entire sample considered., For all percentages n=15
unless otherwise specified.
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TABLE 2

INSTITUTIONS ATTENDED

Bachelors Degree

Agricultural and Mechanical College of Texas = College
Station, Texas

Auburn University - Auburn, Alabama

City College of New York - New York, New York

Duke University - Durham, North Carolina

Georgia Institute of Technology - Atlanta, Georgia

Institute of Technology at Stuttgart - Germany

Miami University - Oxford, Ob*»

Milwaukee School of Engineeri.., - Milwaukee, Wisconsin

Mississippl State University - University, Mississippi

‘Missouri School of Mines and Metallurgy - Rolla, Missouri

Purdue University - Lafayette, Indiana

University of Arkansas - Fayetteville, Arkansas
University of Tennessee - Knoxville, Tennessee
University of Texas =~ Austin, Texas

West Virginia University - Morgantown, West Virginia

Masters Degree

l. Institute of Technology at Munich - Germany
2 Massachusetts Institute of Technology - Cambridge,
Massachusetts
3. USAF Institute of Technology
4. University of Wisconsin - Madison, Wisconsin
5 Xavier University - Cincinnati, Ohio
Doctorate
l, University of Wisconsin - Madison, Wisconsin
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Past Employment

Location

In the sample considered, location of past employment
18 concentrated in rthe South and West United States with the
states of Alabama, California, and Texas predominating (see

Table 3)~4

Enploying Organizations

In the sample considered, prior employing organizations
may be divided into four categories: (1) prior NASA employ-
ment; (2) prior Federal Service Employment outside of the
NASA; (3) industrial employment; and (4) other. The first
category includes 93.3 per cent of the sample, the second 60
per cent, the third 60 per cent, and the fourth 33.3 per cent

(see Table 3 and Figure 6)05

Government Service Information

Age
In the sample considered, 40 per cent are from thirty-

five to thirty-nine, 20 per cent from forty to forty-four,

4Data pertaining to location of past employment was not
available on 6,7 per cent of the sample considered. For all
percentages n=15 unless otherwise specified.

5For each category of prior employing organizations n=15.
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TABLE 3

LOCATION/EMPLOYING ORGANIZATION

Prior NASA Employment

Manned Spacecraft Center - Texas
- Missouri (at contractor's plant)
Marshall 8pacc Flight Center - Alabama
- California (at contractor's
plant)
Kennedy Space Center - Florida
Headgquarters - Washington, D.C,

Prior Federal Service Outside of the NASA

Army Ballistic Missile Agency - Alabama
Michigan
Texas
California

Army - Red River Arsenal - Texas

Navy - Bureau of Weapons - California
Navy - Bureau of Ordinance - Virginia
Tennessee Valley Authority - Tennessee

Industrial Employment

North American Aviation - California
- Alabama
~ Missouri
General Electric -~ Massachusetts
- Ohio
Sperry Rand - Minnesota
General Dynamics - California

Martin-Marietta Corp. - Maryland

- Florida
Fairchild Corp. - Tennessee
Curtis H. Stout, Inc, - Mississippi

Chrysler - Alabama
Combustion Engineering Corp. - Tennessee

Other Employment

Georgia Power Company - Georgia

Mississippi Power and Light Company - Mississippi
University of Wisconsin - Wisconsin

Missouri School of Mines - Missouri

Self-employed - Georgia
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267 per cent from forty-five to forty-nine, and 13,3 per

cent from fifty-five to fifty-nine (see Figure 7)06

State of Residence at Time of First Federal Employment

In the sample considered, 33,3 per cent resided in
Alabama at time of first Federal appointment, 26.7 per cent in
l'exas, 13.3 per cent in California, and 6.7 per cent in each

of the three states of Tennessee, Arkansas, and Indiana,7

Length of Federal Service

In the sample considered, 33.3 per cent have been in
Federal Service from six to nine years, 20 per cent from ten
to fourteen years, 13.3 per cent from fifteen to nineteen
years, 20 per cent from twenty to twenty-four years, and 13.3

per cent from twenty-five to twenty-nine years (see Figure 8).

Salary at Time of First Federal Appointment

In the sample considered, 6.7 per cent were GS-2

6Where data is incomplete pertaining to government
service information it will be so specified. For all percent-
ages n=15 unless otherwise specified.

7Data pertaining to state of residence at time of

first Federal employment was not available on 6.7 per cent
of the sample considered.
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{$5,000) at time of first Federal appointment, 13.3 per cent
GS-5 ($6,000), 13.3 per cent GS-7 ($7,000), 13.3 per cent

GS-9 ($8,000), 6 7 per cent GS-11 ($10,000), 6.7 per cent GS-12
t$12,000), 20 per cent GS-13 ($14,000), 13.3 per cent GS-14

($17,000), and 6.7 per cent at GS-16 ($20,000) (see Figure 9)..8

Reason For Entering Federal Service

In the sample considered, 53.3 per cent entered Federal
Service because they were offered an interesting, challenging
assignment, 20 per cent because Federal Service offered the
best opportunity for pursuing their chosen occupational fields,
20 per cent because the idea of working where the important
decisions of the day were made appealed to them, and 6.7 per
cent because Federal Service was the best offer in terms of

location, pay, advancements, and benefits.

Number of Times Left Federal Service

In the sample considered, 6.7 per cent left Federal
Service for a period of time to pursue other employment and
93.3 per cent have never left Federal Service employment after

entering

8At the time of first Federal employment the entire

sample was on the GS Pay Scale.
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Number of Times Changed Jobs in Last Five Years

In the sample considered, 60 per cent have not changed
jobs in the last five years, 26.7 per cent have changed jobs
once, and 13.3 per cent have changed jobs twice in the last

five years.

Miscellaneous Characteristics

BAreas of Job Interest Outside of Present Position

In the sample considered, only 33.3 per cent expressed
any interest in areas outside of asrospace research and
development management.9 Interest was expressed in aircraft

flight test and undersea research.

Attitude Toward Geographic Relocation

1n the sample considered, 40 per cent would prefer not
to relocate, 60 per cent would consider relocation depeading

upon the job.

Attitude Toward Job Change

In the sample considered, 40 per cent prefer no change
and 60 per cent would consider a change in position depending

vpon the job.,

9Data pertaining to areas of job interest outside of
present position was not available on 6.7 per cent of the
sample considered.
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Member of Professional Group or So:ziety

In the sample considered, 53.3 per cent are members cf
a professional group or society. The most predominant group

was the American Institute of Aeronautics and Astronautics.10

Publications

In the sample considered, 86.7 per cent have published

at least one article in a professionail journal.11

Civic Activities

In the sample considered, 26.7 per cent participated in

. C s . . 12
community activities or organizations.

Honors (Non-Scholastic)

In the sample considered, 60 per cent received some honor
or reward for superior work performance while in the NASA.
These ranged from letters of commendation to the nomination for

a Presidential citation,13

10Data on membership in a professional group or society
was not available on 6.7 per cent of the sample considered.

11Data pertaining to publications was not available for
6-7 per cent of the sample considered.

12Data pertaining to civic activities was not available
for 6.7 per cent of the sample considered.

13Dat:.-l pertaining to non-scholastic honors was not avail-
able for 6.7 per cent of the sample considered.
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Management Experience

In the sample considered, 73.3 per cent have success-
fully managed a research program; 6.7 per cent have dealt
extensively with foreign representatives; 86.7 per cent have
dealt extensively with representatives of industry or other
non-governmental organizations; 60 per cent have established
a new program or organization; and 60 per cent have managed a

geographically dispersed organizationo14

Superior Skill Levels

In the sample considered, 20 per cent felt an above
average ability to speak before large groups; 53.3 per cent
the ability to handle impromptu question-and-answer sessions;
46.9 per cent the ability to recruit staff and evaluate people;
33.3 per cent the ability to prepare materials in a non-
institutional style; and 53.3 per cent the ability to negoti-
ate with groups or individuals essentially opposed to your

, . 15
viewpoint.

14Data pertaining to management experience was not

available for 6.7 per cent of the sample considered. For
each category (i.e., have successfully managed a research
program) n=15.

15Data pertaining to superior skill levels was not
available for 6.7 per cent of the sample considered. For
each category (1.e., apility to speak before large groups)
n=15.
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Size of Organizations (Groups) Managed

In the sample considered, 33.3 per cent have managed
groups of twenty to forty-nine employees, 40 per cent from
fifty to one hundred ninety-nine, 6.7 per cent from two
hundreé@ to five hundred, and 13.3 per cent mores than five

hundred,16

Working Relationships in Other Occupational Areas

In the sample considered, 53.3 per cent had close work-
ing relations with trades personnel; 93.3 per cent with
scientists or engineers; 13.3 per cent with physicians; 60
per cent with lawyers; 6.7 per cent with educators; and 13.3

per cent with other professionals.17

16 o : : .
Data pertaining to size of organizations managed was
not available for 6.7 per cent of the sample considered.

l7Data pertaining to working relationships in other
occupational areas was not available on 6.7 per cent of the
sample considered. For each category (i.e., trades personnel)
n=15.
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CHAPTER IV

ANALYSIS OF DEMOGRAPHIC CHARACTERISTICS: INDICATIONS

OF TECHNICAL AND/OR PROFESSIONAL QUALIFICATIONS

Education

Education Level

In the sample considered, the minimum education level
is a Bachelors degree. Education beyond a Bachelors is
evidenced by only 33.3 per cent of the sample. Therefore, a
Bachelors degree will be designated as a professional qualifi-
cation for the project manager. It is significant to note
that 85 per cent of the Federal career executives in all

areas have attained a Bachelors degree.1

Fields of Concentration

In the sample considered, 93.3 per cent have a degree
in Engineering at some degree level. All of the managers,
however, have a degree in a technical or scientific field.
Therefore, a technical degree, preferably in Engineering,

will be designated as @ professional qualification for the

lU.Sa Civil Service Commission, Bureau of Executive
Manpower, Characteristics of the Federal Executive, see
note 16, Chapter I, p. 7. )




project manager. It is significant to noete that orly 13.3

per cent have any formal education in Business Administration.

Year Graduated

Although year graduated cannot stand as a professional
qualification, it serves as an indicator of experience
required before attaining the position of project manager.
Breakdown of the data per man showed that at least ten years
elapsed between time of graduation and first appointment as
a project manager (in the majority of cases, the time lapse

was fifteen years or longer),2

Institutions Attended

Although institutions attended cannot stand as a
professional qualification, it is significant to note the

number of technical schools represented.

Educational Profile

The position of project manager reguires a minimum of
a Bachelors degree in a scientific or technical field prefer-
ably Engineering). The position of project manager is not

open immediately after graduation.

2The breakdown per man is not included in its detail
in order to maintain the confidence of the individuals
invol =4
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Present Employment

Length of Time in Present Position

Although length of time in present position cannot
stand as a professional qualification, it does imply a
characteristic of the ppsition. The project manager is
usually not mobile during the life of his particular project.
The duration of a project may be as long as ten years (as
evidenced by 13.3 per cent of the sample) and the project
manager is obligated to remain with his project fro ' phase-
in to phase-out. It is, however, significant to note that a
high degree of mobility is not characteristic of the 'ederal

career executiveu3

Salarx

Although salary cannot stand as a professional
qualification, it does imply a characteristic of the posi-
tion. All of the project managers have attained a super-
grade on the GS Scale. Specific GS ratings imply certain
levels of executive responsibility as outlired by Civil

Service Regulations. A GS-16, for example, might serve as

3U,S, Civil Service Commission, Bureau of Executive
Manpower, Characteristics of the Federal Executive, see

note 16, Chapter I, p. 1ll.
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the head of a program of unusual difficulty, diverse

responsibilities, and of national significanceo4

Job Description

In addition to the data presented in Chapter III, job
descriptions covering 93.3 per cent of the sample were avail-

able. Following is one example,5

This position demands coordination
and direction of a centralized effort
to bring to focus all hardware work
performed in the Center and by other
agencies and industry in support of
the Center. This includes responsibil-
ity for the development and production
of all hardware of this type assigned
to the Center. The project manager
plans, defines, and monitors the pro-
gress, interrelation, and coordination
of the development and production of
this type of hardware for advanced
. space vehicles. The manager repre-
sents this effort to the Center, other,
NASA Centers, other agencies, industry,
and scientific and technological groups
concerned. The position demands tech-
nical experience, mature judgment,
management ability, personal presenta-
tions, and a wide range of technical
and managerial skills such as planning,
coordinating, and exercising self-
disciplire. One must have the ability
to establish and maintain an effective
leadership role to assure effective

! inplementation of the program.

4For a complete description of all GS ratings, see:
U.S., Civil Service Commission, Federal Personnel Manual,
Chapter Z1.

5Appendj.x D includes the complete listing of available
job descriptions.
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Seven characteristics of the project manager may be drawn
from this example: (1) technical experience; (2) management
abirlity; (3) mature judgment; (4) ability to speak before
groups (personal presentations); (5) ability to exercise
self-discipline; (6) ability to maintain an effective leader-
ship role; and (7) other technical and management skills
such as mlanning, coordinating, communicating, and directing.
While each of these characteristics may be vitally important,
1t may prove difficult to pinpoint exactly what is meant by
the ability to exercise self-discipline or the ability to
maintain an effective leadership role, for example. There-
fore, only the factors of technical experience and management
ability will be designated as professional qualifications of

the project manager.

Present Employment Profile

The position of project manager requires the willing-
ness to see a project to completion, the willingness to
accept diverse responsibilities, technical experience, and
management ability. There are indications that managemdnt
ability may include such factors as the ability to exercise
mature judgment and self-discipline, the ability to speak

before groups, the ability to maintain an effective leader-

ship role, and the ability to plan, coordinate, communicate,

and direct the efforts of a project.
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Past Employment

Employing Organizations

Although employing organizations cannot stand as a
professional qualification, the type of prior employment is
significant in terms of the development of the project
manager's technical competence and/or experience. The vast
majority of prior employment is in a technical field. This
is consistent with the Engineering background and is further
evidence of the critical import of establishing technical

competencs through experience.

Job Descriptions

In addition to the data presented in Chapter III, job
descriptions for prior employment covering 93.3 per cent of

the sample were available,,6 Following is one example.

This position demanded service as a
research and development engineer for
the hardware, Performance of continual
surveillance of the above hardware's
development, production, and flight
programs to insure engineering integ-
.1ty was reguired., Served as a prin-
ciple government contact for solution
of problems involving engineering,
performance and schedules.

6Appendix D includes a partial listing of availakle
job descriptions.
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"rom this example, technical expertise and/or experience
will be designated a professional qualification of the

project manager.

Past “mployment Profile

The position of project manager requires prior employ-
ment in a technological area to insure experience in handling

technical problems.

Government Service Information

Age

Although age cannot stand as a professional qualifica-
tion, it is significant to note that no manager reached his
present position before age thirty-five. It is also signifi-
cant to note that only 1l per cent of the Federal career
executives in all areas reached a super-grade position before

age thirty-flvea7

Reason for Entering Federal Service

Although reason for entering Federal Service cannot
stand as a professional qualification, it may imply a char-

acteristic of the project manager. In the sample considered

7UcS. Civil Service Commission, Bureau of Executive Man-
power, Characteristics of the Federal Exeéecutive, see note 16,
Chapter I, p. 2. -
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over half (53.3 per cent) of the managers entered Federal
Service because they were offered an interesting, challenging
assignment. Only 6.7 per cent entered for monetary reasons.
This may imply that the project manager is motivated by

challenga.,

Nvmber of Times Changed Jobs in Last Five ¥Years

Although number of times changed jobs in last five
years cannot stand as a professional gualification, the fact
that 60 per cent of the sample have not changed in last five
years, reinforces the notion that the project manager is

obligated to remain with his project through completion.

Government Service Profile

The position of project manager is not usually attain-
able before age thirty five (in Government Service) and the
prcject manager must be willing to see his project to comple-
tion. There are indications that the project manager is

motivated by challenge rather than by monetary ~onsideration.

Miscellaneous Characteristics

Member of Professional Group or Society

Although membership in a professional group or society

cannot stand as a professional qualification, it is significant
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o note that over half (53.3 per cent) are members of some

professional group or society.

Publications

In the sample considered, 86.7 per cent have published

at least one article in a professional journal. Some publica-

tion, therefore, may be interpreted as a professional qualifica-

tion i1n terms of demonstrating an understanding a technical

area

Honors (non-scholastic)

In the sample considered, 60 per cent received some
honor or reward for superior work performance. High achieve-
ment, therefore, appears to be a characteristic of the project

manager, if not a professional qualification,

Management Experience

In the sample considered, the successful management of
a research program (prior to the project manager position)
and the ability to deal with industrial representative (con-
tracting agents) stand out as professional qualifications for
the project manager. The ability to establish a new prodgram
and manage a geographically dispersed ordganization stand out

as desirable characteristics for the project maaager.
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Ski1li Levels

In the sample considered the ability to speak befaore
groups (including handling of impromptu question-and-answer
sessions) , the ability to recruit staff and evaluate people,
and the ability to negotisie with groups or individuals with
diverse viewpoints on particular problems gstand out as

professional gqua.irfications.

Size of Organizations (Groups) Managed

In the sample considered, prior management of a group
of, at least, twenty persons stands out as a professional

qualification.

Working Relationships in Other Occupational Areas

Working relationships with trades personnel, other
engineers and scientists, and with lawyers stands out as a

professional qualification.

Profile~Miscellaneous Characteristics

The position of project manager requires: (1) the
demonstration of an understanding of a technical area, per-
haps, through publication in a professional journal; (2)
experience 1n ranaging a research program and dealing with

industrial representatives; (3) the ability to speak before




groups; (4) the ability to recruit staff and evaluate
people; (5) the ability to negotiate with individuals or
groups with different viewpoints on a particular problem;

(6) experience in managing a group of twenty individuals or
more; and 7)) prior contact with other engineers or similar
profeasional groups. Some desirable eharacceristics are:

‘11 membexrship in a professional group or society; (2)
demongtrated superior achievement in prior positions; (3)
the ability to establish a new program and manage a widely
dispersed geographically) organization; and (4) a range of

past experience in dealing with diverse groups.
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CHAPTER V

SUMMARY AND CONCLUSTONS

The Apollo Project Manager

An analysis of the tachnical and profesgional qualifica-
tions of the Apolle project manager as evidenced by the
demcgraphic profiles drawn in Chapter III and Chapter IV
designates the following characteristics as predominant pro-

ject manager career specifications or prerequisites.

l. A Bachelors degree,

2, A field of concentration in a technical
or scientific area, preferably Engin-
eering.,

3. A willingness to see a project to comple-
tion.

4., 2 willingness to accept diverse responsibil-
ities,

5. Demonstrated technical experience.

6. Management ability.

7. Prior employment in a technological area.

8. Experience in managing a research program.,

9. Experience in dealindg with industrial

representatives (contractors).
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abllity to speak before groups.

abi1lity to recruit staff.

ability to evaluate people (performance
ratingsa) .

ability to negotiate with groups having

a different point of view than your own.

Exparience in a supervisory position; wmanag-

ing a group of individuals.

Prior contact w.th diverse professional groups.

Beyond a delineation of necessary characteristics, a number of

highly desirable characteristics can be identified,

1.

Ability to exercise mature judgment.

Self=-discipline,

Ability to maintain an effective leadership

role.

Challenge as a primary motivator.

A publication in a professional journal.

The

The

ability to establish a new program,

ability to manage a geographically

dispersed organi:ization,

The Civil Service Parameter

In the final analysis of the Apollo project manager,

the fact that the NASA is a Government Agency cannot be
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overlooked As a Government Agency, many of the personnel
policies in the NASA are directly affected by the Civil Sexvice
Commigsion  As a result, some of the characteristice displayed
by the Apollo project manager may be reflections of Cilvil
Service policy rather than strictly qualificationa for the
pogition of project manager. One oxample is the age of the
Apollo project manager; no individual reaehed a project manager
position before age thirty-five. However, further investigation
reveals that throughout the Federal Service only 1 per cent

of the executives rcached a GS~1% rating before age thirty-
five. This would indicate that age is not entirely a charac-
teristic of the position, but a characteristic of the Civil
Service. Another example is that no Apollo project menager
reached his present position without some prior Federal Service
experience. Again, this does not appear characteristic of

the position, but 2 Civil Service constraint. Therefore, the
analysis in Chapter IV and the summary of twenty-two charac-
teristics at the beginning of this chapter have attempted to
1solate those characteristics which may be reflections of

Civail Service policy and present only those characteristics
which might be more generalizable to other groups of project

managers outside of Government Service.
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some Additional Ingights

Although the primary okjective of this research is to
concentrate an those characteristics of the project manager
that can be objectively defined in terms of his formal role,
the profeasionas. qualifications delineated at the heginning
nt this chapter include a number of peorsonality tralte. To
mora cleacly establish the importanee of their inclusion
gome insighte gained from interviews with a number of Apollo
project managers are cited in this sgctionul

Two personality characteristics cited that are of
particular importance are challenge as a primary motivator and
the ability to maintain an cffective leadership role. One
Apolle project manager, when asked why he chose project man-
agement as his career objective, placed motivation and leader-

ship in the folilowing context.

I wanted experience in project manage-
ment simply for my own career. I don't
expect success to bring a promotion.
We're talking motivation here. What
type of motivation attracts people who
come into project management? . . . I
think basically that a project manager

l'I‘he interview data is not a part of ' the research
design for this study. Data was collected by the Syracuse
University/NASA research team, The author was not present
at all of the interviews. Information is taken from tran=-
gscripts distributed amond team members. The data will not
be footnoted nor will the names of the individuals inter-
viewed be disclosed.
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18 a keen individualist. He might be
likened to the psychological makeup

of an artist. He gains his own rewards
from his own efforts; he equates his
own success in terms of how good he
feels when he drives home at night and
is satisfied with that. You have to

be kind cof an indivadualist, particu-
larly in the government waere thore 1s
a lot of bureaucracy, where ther: wie

a Lot of penple who like to write their
directives and like to impose their
wlll 1n a regimented way. You've got
to be a maverick, 1n fact, I've heen
called "maverick" many times. To pro-
tect your project from these influences
which, in your judgment, are sub-optimal,
you must be a strong leader.

Interviews with a number of the Apolio project managers, while,
perhaps, not as articulately or strongly stated, indicate
that job satisfaction through challenge and effective leader-
ship are essentlal attributes of the successful project manager.
The professional quaiifications of the project manager
rely, to a large extent, on his technical abilities both in
terms of education and experience. However, even here,
personality plays a very definite role. The Apollo project
managers indicated that a balance between their techaical and
managerial functions must be maintained, To maintain this
balance the project manager must be able to effectively use
his project team; he must be able to "work with and through
people" to accomplish project objectives. The team concept
was described by one Apollo project manager in the following

context.
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A good project manager has to surround
himself with experts. He doesn't need
to be an expert 1n finance, an expert
in contracting, etc  He does, however,
nced a worklng knowledge of these
things For example, when an engineer
starts talking to him about longitudinal
osc.liations, he has to know what the
man i1s talking about The prime thing
that a project manager needs is the
ability to listen and comprehend what
his people are telling him.

This concept of the project team reinforces the notions of the
' project mwanager's ability to exercise self-discipline and
rature judgment and the necessity of his exposure to diverse
professional groups. A fundamental quality of the Apollo
project manager 1s the ability to assimilate knowledge from
several sources, evaluate the recommendations, and make
dec1sions based on this wide range of informationo2

Two final characteristics particularly relevant to
project manager as a career are his willingness to accept
diverse responsibilities and his willingness to see his pro-
ject to completion. Both of these characteristics incorporate
elements »>f risk. The acceptance of diverse responsibilities
places the success or failure of a particular task on the

shouiders of the project manager As one Apollo project

2For furcher discussion of this concept see: David

L Wilemon and John P. Cicero, "The Apollo Project Manager:
Anomolies and Ambiguities," unpublished working paper,
Syracuse, New York: Syracuse Universaity, June, 1969, pp.
2-6 .
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managers put Yt: "If my hardware didn't work and it failed

in Lifr-off, it would be a catastrophic occurrence. I would
completely expect to be replaced. Put it that way." The
willingnass to see a project to final completion, especially
+n the case of projects of inng duration, involves the risk

of professional obsolescence In effect, the state of the art
bypasses the project maiiager who is unable to devote full time
to the technical aspects of the project. One project manager
stated the i1mplications of professional obsolescence this way:
"I'm an obsolete engineer, I'm an untrained manager, and I'm

too old to go back to schoolg"3

The Literature

A review of the fifteen project manager qualifications
at the end of Chapter II (pp. 22-23) shows a pattern con-
sistent with the findings of this study. However, those
characteristics delineated in this study tend to be more
specific 1in terms of the kind of technical and management
experience required. Moreover, a more precise focus on formal
educational training and length of time required to reach the
project manager position are achieved by this research,

A significant difference in focus, however, exists

Wilemon and Cicero, "Anomolies and Ambiguities," see
note 2, pp 6-8.



64

between this study and the construct in the literature. The
t1terature stresses the "role" of the project manager in terms
of his interrelationships among the diverse groups within

and associated with tha total project environment. In this
sense, the personality and management style of the project
manager captures the emphasis in the literature. This study
attempts to evaluate project manager as a career and more
directly emphasizes the more formal qguaiifications for the
position and the career patterns of those individuals reaching
project manager positions. This study, therefore, complements
current research and suggests that those perceptions of the
project manager as described in the literature are, on the
basis of this research, consistent with the career qualifica-

tions of a s2lect group of Apollo project managers.

Peripheral Findings

Although the focus of this studylls on project manager
as a career objective; the nature of the demographic data
gives some preliminary insights into the mobility of the
Apcllo project managers, their attitudes toward location or
job change, and some indication of their Federal Service
careers 1n terms of promotions, length of Federal Service,
and number of times left Federal Service. These findings are

briefly discussed 1n this section.
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If all locational data presented in Chapter III (state
of residence at time of first Federal appointment, present
location, and Locations of prior employing organizations) is
broken down and examined per manager, geographic mobility
does not stand out as a characteristic of the Apollo project
manager If the total career spectrums of each manager are
examined, the majority of the managers have made only two to
foiir moves across organizations. If this is compared to the
Federal executive in other areas, the data is consistent; 70
per cent of the Federal executives have not made an interagency
move since reaching a grade level of GS-lBa4

The lack of mobility among Federal executives has
generated two NASA related studies in an attempt to determine
why the NASA is a mobile iniiibitive organization. A sampling
of all NASA employees to deterunine what employee attitudes
and decisions on relocation were, concluded that: (1) certain
NASA personnel policies and practices tend to inhibit mobil-
ity; and (2) current patterns and levels of employee mobil-
1ty within the NASA can be improved. In the first instance,

it was suggested thac promotion policies and practices tend

4U.Su Civil Service Commission, Bureau of Executive

Manpower, Characteristics of the Federal Executive, see note
16, Chapter I, p. 1ll.
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ro favor executives who remain at a single NASA location and
that promotions are used more often as rewards for staying
rzther than inducements for moving to another NASA lecation.
To> .mprove the level of mobility 1t was suggested that a
positive attitude toward mobility should be incorporated in
recrustment, promotion, and development policies and practicesnS

A second study, dealing in part with mobility within
the NASA, cites four reasons for a lack of employee mobility:
i1) personnel who desire to move laterally within the organi-~
zation may do so, if they can find a position; (2) moving
expenses are paid only if the move is deemed "to benefit the
Government;" (3) promotions are generally confined within
organization lines; promotions are rarely made laterally; and
14) official encouragement or incentive 1is rare,6

This lack of mobility within the NASA, including the
Apollo project managers, has two peripheral implications in
terms of the project managers - professional qualifications.

First, the project manager's willingness to see his project

“Thomas G. Kobus, Robert F. Nerney, Sherry P, Siracuse,
and Rayburn A.Metcalf, A Study of Employee Mobility in the
National Aeronautics and Space Administration, U.S., NASA,
Personnel Division, June, 1967, pp. 9-10.

6John M Eggleston, "Executive Selection and Develop-
ment 1n a Large Government Agency," unpublished graduate
paper, M.I T., 1966, p 37.
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to completion .especially in terms of a ten-year project)
may, in some degree, be affected by the status quo of the
organization itself; executives do not move laterally as a
general rule. A second factor not directly considered in
rthis study, 1s that rhe image of project manager in terms of
the dynamic executive immersed in a "web of interrelationships"
seems inconsistent with non-mobility. The very tentative
conclusion from the sparse evidence presented here is that
the lack of mobility on the part of *he Apollo project man-
agers 1s a factor of the NASA environment asf a Government
Agency constrained by the Civil Servicz. It would not be
anticipated that the same patterns of mobility would be dis-

played in an industrial setting.

Attitude Toward Location or Job Change

Examination of the data in Chapter III indicates that
60 per gent prefer no change in either job or location. While
this is overtly consistent with the managers' lack of mobility,
the reasons for their attitude may produce a more ambiguous
situation  For example, they may prefer not to change loca-
tion or job because promotional possibilities are greater
1f they do not move or they may prefer to change because
they are satisfied in their present position. This study

does not attempt to answer the question.
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Fegeral Sarvice Careers

Promotions = It 18 anteresting to note that in the
sample considered the average yearly salary increase over
the duration of their Federal Service careers is $9€0 per
year. The average saiary .ncreases range from $619 to $1,400
per year 1t cost of living moves at approximately 3 to 4
per cent per year. on a $20,000 base (this approximates the
present salaries of the project managers), a cost of living
increase would be from $600 to $800 per year. In this light,
an average increase of $960 per year i1s only slightly above
cost of living increasesa7 This relatively slow promotion
rate seems i1nconsistent with the position of project manager
when his necéssary gualifications and diverse task responsi-
bilities are considered. Adain, the tentative conclusion
may be that the Apollo project manager 1s affected by the NASA
as a Government Agency. This type of pattern might not be

anticipated for the i1ndustrial project manager.

Length of Federal Service. - Data from Chapter III

shows that the project managers considered have been in

Federal Service from six to twenty-nine years.

7Thls brief overview of promotional data is based on
the computation of linear salary maturity curves for each
manager for the duration of his Federal Service career. The
derarled computations are not included as a part of this
study -
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Number of Times Left Federal Service. ~ Only 6.7 per

cent of rthe sample left Federal Service for any period of

time iand returned)

Future Research

This study points to three significant possibilities
for future research: (1) a comparative study involving a
sample of industrial project managers; (2) a study focusing
on the personality traits and management styles of project
managers,; and (3) a study of project manager mobility. A
comparative study of industrial project managers could help
stabilize the professional qualifications of the project man-
ager delineated in this research. Moreover, such a study would
be 1nvaluable in ter vs of separating those characteristics of
the Apoll> project manager due to Government Service influence
from those characteristics that apply to a more general
population of project managers.

A study focusing on the persc..ality traits and manage-
ment styles of the project manager would add a new dimension
to the concept of project manager as a career. A clearer
perception of how the project manager operationally copes
with the programmatic environment would be an invaluable
addition to present theory surrounding project management.,

The thirda area; the mobility of the project manager,




would give srill further insights into the tctal career
patterns of the project manager. A succinct determination
of exactly what career path the project manager follows
would supplement any study looking to his professional
qualifications and/or hig personality traits and wmanagement
style. If the total research suggested in the three areas
mentioned here is accomplished, project manager could
clearly emerge as a career objective in its own right. If
this study has not satisfactorily answered any questions
concerning the project manager career, it is hoped that it,
at least, has raised enough questions to éncourage further

investigations.
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APPENDIX A

THE PERSONNEL MANAGEMENT INFORMATION SYSTEM (PMIS)

bescraiptioen

The first section of this appendix ineludes a general

description of the PMIS and a flow chart of the system.  Pages

l-1 and i~-2 of the PMIS Data Processing Manual are reproducadgl

Code Sheets

The second section of this appendix includes a complete
listing of 1tems stored in the PMIS and the definition and
coding of PMIS data elements., Appendix B and Appendix C of

the PMIS Data Processing Manual are reproduced.,2 A further

breakdown of coding procedures appears in later appendices
of the manual. These appendices are not reproduced here be-
cause they would not significantly add to the reader's general

understanding of the PMIS as employed in this research.

lNASA, Headquarters, PMIS Data Processing Manual, see
note 11, Chapter I, pp-. l-1-1-2,

2NASA, Headquarters, PM1S Data Processing Manual, see
note 11, Chapter I, pp. C-1-C-8 and B-1.
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Computer Praint Out and Magter Key

The third section of this appendix includes the com-
puter print out uged in this etudy (all names have been
deleted) and a copy of the master key used to interpret the

data (the original master key is a plastic overlay sheet).
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SECTION 1: PERSONNEL MANAGEMENT INFORMATION SYSTEM DESCEIPTION

100 BASIC CONCEPT

1, The Personnel Management Information System provides anintegrated
NASA-wide data bank containing essential personnel data on all in-
house employees, The data are extracted from the existing Headquar-
ters and field center personnel systems and submitted on a quarterly
basis,

Figure 1-1 is a flow chart of the systém showing:

a.

c.

Personnel data originate at the field centers and are sent to
Headquarters either on magnetic tapeor punched ¢cards, These data
are edited prior to submission to Headquarters inaccordance with
prescribed edit criteria,

Input data are again checked for accuracy at Headquarters, Errors
are rejected and the remaining data are consolidated into a2 NASA-

., wide data bank,

Errors detected during checks at Headquarters are identified and
returned to the originating center, A record of each error is re-
tained until the correction is received through the normal PMIS
reporting ¢hannels,

When error correction is complete for each cyele, the NASA-wide
data bank is analyzed and used to generate recurring standard
output reports, It will also be used to extract data for special one-
time requirements or studies,

¢

1-1
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PMIS DATA ELEMENTS

Title

Reporting Installation
Social Security Number

Nature of Employment (FT, PT,

WAE, etc.)
Tenure/Position Code

NASA Service Computation Date

Date of Birth

Sex Code

Bachelor Degree Field

Bachelor Degree Date

Highest Degree Level

Highest Degree Field

Highest Degree Date

Date of Current Grade

Physical Handicap Code

Parent Installation Code

Organizational Element Code

Duty Station Code

Pay Plan :

CSC Series Code

Grade and Step

Current Salary

NASA Classification Code

Advanced/Saved Pay Category

Personnel Action Code

Vacancy

Minority Code

Federal Service Computation
Date ¢ .

-0
W
N

a
Z
c
3

KX HHEAHA RN R MK M M

b

~
>

A
KM KK N

»X |w
b A KN

XoNg
XX |

Column

2, 3
4-12

22, 23
24, 25
30-33
34-37
38
39-41
42, 43
44
45.47
48, 49
50-53
54, 55
45, 46
57-62
63-71
22, 23
24-28
29-32
33.37
38-43
44
13-15.

56
26.29

_b-1



Appendix C

DEFINITION AND CODING OF PMIS DATA ELEMENTS

1, REPORTING INSTALLATION, Usetwodigitinstallation identification code

specified in the NASA Agency-wide Coding Structure (FMM), These are:

10 - Headquarters

11 - Western Support Office

21 - Ames Research Center

22 - Lewis Research Center

23 - Langley Research Center

24 . Flight Research Center

25 - Electronics Research Center

42 - Space Nuclear Propulsion Office /Cleveland

44 - Space Nuclear Propulsion Office /Nevada

45 . Space Nuclear Propulsion Office/Germantown, Md,
51 - Goddard Space Flight Center '
53 - Wallops Station

55 - NASA Pasadena Office - JPL

62 - George C, Marshall Space Flight Center

72 . Manned Spacecraft Center

76 - John F, Kennedy Space Center

2, SOCIAL SECURITY NUM 3ER

.

b'

The unique nine digit number assigned to an individual by the Social
Security Administration for identification,

A dummy Social Security number will be assignedto any employee who
does not have one., This dummy number will be recorded in a manner
which will permit replacement by the valid SS# when it is obtained, A
block of dummy numbers will be assigned for this purpose, Dummy
numbers will be formated as follows:

[

Three Zeros Four Digit Identifier

ggp - XX - XXXX
NASA Installation Ceode
Ref: FPM 296-31 Book V Table III Item 4

Note: All personnel must have either a valid or a dummy Social
Security number,

3. NATURE OF EMPLOYMENT, A code which designates the basis of

employment, This will be expressed as a two position alpha ¢code, Valid
codes:

FT - Full Time | WA - When Actually Employed
PT - Part Time WC . Without Compensation

T - JUU) S
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4.

TENURE/POSITION CODE, This is a two charactor code to indicate (a)
the tenure of the individual (to be usedto identify permanent vs temporary
personnel for reporting purposes) and(b)information about the type of
position,

2. (Tenurc) (Ref: FPM Chapter 351) *
] - Career

2 - Career Conditional

3 - Temporary

b, (Type of Position)

1 - Co-0p

2 - YOC

3 - Summer (Temporary employment between June 1 and September 30)
4 - TAPER '

5 - Other Temporary

6 - Permanent

. NASA Service Computation Date (NSCD), A four digit coded date reflecting

month and year in the format MMYY, This is a constructive date which
provides a basis for computation of an individual's service with NASA, In
most cases the NSCD will be the same date the individual entered on duty
at the installation, :

a, October 1958 (10/58) is earliest possible NASA Service Computation
Date,

b. For Pay Plan EC enter §gpy.

¢. Adjustments to NSCD for extended leave without pay, etc,, should be

on same basis as adjustments are made to the Federal Service
Computation Date,

d. Service as a detailee frorm another agency or military department’

should be excluded,

DATE OF BIRTH, A four digit coded date reflecting month and year of
birth in the format MMYY,

SEX CODE, A one character code describing the sex of the individual,

. M . Male F . Female

BACHELOR DEGREE FIELD, A three character code to identify the
major field of study for the baccalaureate level degree, A copy of the
complete code is set forth in Appendix D,

a, If more than one baccalaureate degree is held, designate the degree in
the major field of study most closely relatedto the current occupation,

b, If the individual has no baccalaureate degree, enter g ¢ ¢,

€. Included « arned degrees only - excluded all honorarydegrees,

1l"or output reports generated at Headquarters, TAPERS (Code 34) will be counted as permanents,

c-2

A
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9.

10,

11,

BACHELOR DEGREE_DATE. The year in which the Bachelor's Degree
was awarded ' expressed in two digits (last two digits of year
(Ex: 1966 = "66")),

a, If more than one baccalaurcate degree is held, enter date of award of
the degree in the major field of study most closely related to the
current occupation,

b, Include earncd degrees only-.exclude all honorary degrees,

c. If no degree is held, enter g g,

DEGREE LEVEIL (HIGHEST DEGREE), A one digit code indicating the
degree level of highest earned degree (exclude honorary),

¢ - No Degree

1 - Bachelor -
a, All four year Bachelors Degrees,
b, All cooperative plan Bachelors Degrees,

2 - Master -
a, All Masters Degrees requiringfive or more years of college work,
b, All first professional degrees requiring five years or more of
college work, (Some Bachelor Degrees will fall in this level),

,3 - Doctorate -
a. Ph.D,
b, M.D,
¢, D.D.S,
d. D,V.M,
e

. All other "doctor'" level degrees, .
HIGHEST DEGREE FIELD, A three character code to identify the major
ficld of study for the highest level of earned degrec, A copy of the com-
plete code is set forth’in appendix D, This is the same code used to
identify field of baccalaureate level degree,

a. If the baccalaureate degree is the highest level of degree held, this
will be the same code as the Bachelor Degree Field (Item 8),

b, If more than one degree is held at the highest level for an individual,

designate the degree in the major field of study most closely related
to the current occupation,

c. If no degree is held, enter § # 4.

d. Include earned degrees only - exclude all honorary degrees,

c-3
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12,

13,

14,

15,

HIGHEST DEGREE DATE, The year in whichthe highest academic degree
was awarded expressed in two digits (last two digits of year),

a. If more thanoncdegrec is held atthe highest level, enter date of award
of the degree in the major field of study most closely related to
current occupation,

b. Include carned degrees only - exclude all honorary degrees,

c. If no degree is held, enter § f,

EFFECTIVE DATE OF CURRENT GRADE, A four digit coded date in the
format MMYY (month, year). This is the date which establishes total
continuous service in present grade, whether the service was with NASA
or other Federal agency, For AD, EC, EX, ST and WM pay plans, indicate
the date the individual enterad the current pay level,

PHYSICAL HANDICAP CODE, A two digit code found on the SF 78
("Certificate of Medical Exarnination') which is keyed to gencral
description of physical handicaps, (FPM Suppl, 296-31 Chart S1-7C)

PARENT INSTALLATION, The installation against whose complement
(ceiling) the individual is charged, The twodigit installation identification
code is specified in Item 1, page C-1,

152, ORGANIZATIONAI, ELEMENT CODE, This is the internal organization

16,

17,

code peculiar to each parent installation and used in the Position Comple-
ment Report, This code is to be left justified in a six (6) position field,

DUTY STATION CODE, The nine digit GSA Location Code, See Appendix F
for current valid duty locations, (GSA Publication '"Geographical Location
Codes', latest edition,)

PAY PLAN, A two position alpha code whichdescribes the pay plan which ;

applies to the individual, Pay plans currently in use in NASA are (FPM
296-31, Book V, Table I1I, Item 16):
: ] .

a. AD - NASA "Excepted" (PL 85-568)
b, EC . Experts and Consultants (Per Diem Empl,)
¢: EX . Executive Pay Act
d. GS . General Schedule Empl,
e, WB - Wage Board )
f. WL - Wage Leaders ; Blue Collar
; Per Hour Emp.

g. WS - Wage Supervisors

AN

L




Appendix C

18,

19.

20,

h, ST =~ Scientific and Technical (PL 313 type)
i, WM . Maritime Pay Schedule :
YOC are to be classified either as GS or WH,

CSC SERIES CODE, A numeric code, expandedto four digits by high order

zeros as roquired, loft justified in afive place field, The fifth (right-most)
position of the field will be left blank except when the CSC scrics is a
five digit number or a sub-break is gpecified (as in 1301,1), in whieh
case, the sub.break will be placed in that fifth space, (CSC Standard
Classification Codes), For Pay Plan AD, EC, EXand ST enter g g 4 ¢
(do not have CSC Series Code),

Examples:

CSC Code 080 -enteras g g8g

il=2

CSC Code 1301,]1 - enteras 13411
CSC Code 26120 - enteras 261 2

=

a, Sec Appendix I for CSC codes being used within NASA
b, See. Appendix H for NASA codes related to CSC codes
GRADE AND STEP, A four digit code which identifies pay level for all
scheduled compensation rates, affecting both blue collar and white collar
employees, Enter Grade and Step as follows:
a, 2 digits for grade (include high order zeros)
b. 2 digits for step (include high order zeros)
¢ Example:

Grade 9, step 2 enter as f 9 §f 2

c. For AD, EX, EC, ST and WM enter § § # ¢ for grade and step.

d. For those YOC in Pay Plan WB who are not assigned a specific grade
and step enter § ¢ # @ for grade and step,

CURRENT SALARY, The scheduled or assigned:

a, Annual salary éxpressed in whole dollars when referenced to GS, ST,
EX and AD employees. (See pay plan).

b, Per diem rate in dollars and cents when referring to EC employees,
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21,

22,

e ___(l'__fl_... I

¢, Hourly rate in dollars and cents when referring to WB, WL, W§
employees,

. Examples:

Annual salary $17,055 enter as } 7@ 56 5

© Per diem $25,00 enter as

=
=%

25

g
Hourly rate $5.25 enter as ¥

e
low
Jerm

d. For Nature of Employment WC and Pay Plan WM, enter g g g g,
e. All type of salariec are right justified, '
f. Enter high order zeros,

NASA SERIES CODE (REFERRED TO_AS "NASA CLASS CODE'), A
number, five digits in length, left justified, A supervisory code 'S" is
placed in position six when applicable, otherwise leave blank, The number
identif:es NASA position classifications, and is used within MNASA in
addition to the CSC Series Code, (Authority: NASA Pa2rsonnel Division,
(Code BPC),) ’

Example!
NASA Code 100 enteras 1 g g g gb
NASA Code 70101 enteras 7 f# 1 #

T
lor

NASA Code 70101Senteras 7 g 1 1 8

a. Additional positions are sometimes used as an optional installation
level break, Do not report the installation level portion of such codes,

b. The codes 6950¢F, 7950¢, or 99500 shall be used to designate experts
and consultants and are reserved for this use only,

¢. See Appendix G for codes in use with related CSC codes,

ADVANCED/SAVED PAY CATEGORIES

a, Advanced Pay Category - Special pay level for certain individuals in
hard to {ill positions.,

b. Saved Pay - The pay rate retained by an employee if he is demoted
because of administrative actions,

»

)
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ADVANCED/SAVED PAY CATEGORY CODES

M = Normal Pay

A = Advanced Pay - Under Section 504 of Federal Salary Reform Act of
1962, as amended,

B = Advanc¥ Pay - Under Section 801 of Classification Act of 1949, as
amended,

S = Saved Pay

23, PERSONNEL ACTION CODE, Submit a card 3 for each of the following
CSC Personncl Action Codes (FPM 296-31, Table I):

a, Accessions and returns fromnonpay status exceeding 30 calendar days,

100 121 150 ' 181
101 122 151 214
108 123 160 280
110 130 161 290
112 131 170 291
113 132 171 292
115 140 172

120 141 173

b, Separations and Placements in nonpay status exceeding 30 calendar
days, '

300 316 327 350
301 317 328 351
302 . 320 329 352
310 321 330 - 355
311 322 331 365
312 323 332 371
313 324 340 460
314 325 345 470

315 326 346 472

¢. Position Changes,

700 . 112
. 701 713
702 715
710 720} Only reassignments between NASA Parent
711 721§ Installations. To be reported by both gaining

and losing installations,

c-7
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-
d. Change actions not covered above, ) ’ L>
790 896
820 897
892 987 (Code 987 is designated to cover changes in
893 NASA Classification Code when such changes
¢ are not recorded in any of the above action

codes (a through d).)

24, VACANCIES, Identify those authorized unencumbered permanent GS
positions to be filled, Submit in document form, a summary count of
vacancies by:

Installation Code
NASA Code Block (200, 300, etc.)
Grade/Step

25, MINORITY GROUP CODE, A one digit numerical code identifying the
minority group identification of an individual., Data is to be provided on
the basis of individual self-designation by means of a survey to be
accomplished in privacy by every person in the agency, Civil Service
Commission regulations prescribe positive controls on howthis informa-
tion may be obtained, retained and utilized. NASA policy and establish-
ment of responsibility inthisregard is set forth in NPD 3713.5, Minority

) = group designations and codes to be used are:

: Code
Armerican Indian : 1
Negro 2
Oriental 3
Spanish American 4 .
None of these 5
No response or unknown, 0

I} .

26, FEDERAL SERVICE COMPUTATION DATE, A four digit cuded date in
the format MMYY (month, year), This is the date which provides the
basis for computation of total Federal service (months and years only)
as reflected in Item y of Standard Form 50, .

a, For Pay Plan EC enter gagpd.

b. When FSCD has not yet been determined enter goag.
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APPENDIX B

THE EXECUTIVE INVENTORY RECORD

This appendix has two sections. Section one includes

a blank copy of the Executive Inventory Recordul Section
two includes a blank copy of the gueationnaire designed by

the author for the purpose of manually copying the relevant

dora from the record.

lU S. Civil Service Commission, Bureau of Executive
Manpower, Executive Assignment System, see note 13, Chapter I.
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Section 1

Executive Inventory Record




STANnAun foRMm 16

APRIL e UNITED STATES CIVIL SERVICE COMMISSION

FEM Chaplnr 305

BUREAL OF EXECUTIVE. MANPOWER

WASHINGTON, N.C. 20415 (6 NO 154766
EXECUTIVE INVENTORY RECORD ol BATE O]
11 RECORD l [ l

l Name {Ias! name fmsu
{ce 13~ ~36;

PLLLI LR

O |

4. Place of birth (State) rop |6, Bmh dam

¢ 54-63; Odﬂ e o

)Mo, DAV YEAR
14 65 I I J

L L .
ol s Submitting Qa Du!y sta!lon~—clty

Office Na. we 14-23,
I e 9-1n

1L L]

10, Agency | 11, Pay system (Fut number in bax)

Cade 1—GHR 6—FPF8
fec §4-B2) 2—AEC 6—TVA
3—NASA éxcapted 7—VA (DMAS)
l J I 4—P.L, 313 8—0ther

14, Status of p"mv\on! pmnmn (Put number in box)
1-—Cempetitive 4—Excopted, Sehadule €
2—Exeaptod, Schedule A

16, Prosent gmrd'o (f;ut ;&;Sc;ﬁvln _bo;)“

PART 1. —IDENTIFICATION (To bo campleted by the Personrel Omce)
LPut number in box 1-Mr, 2-Mrs, 3-Miss o230 1

AL e

2h. Home addrcss—clty . Btate or country
2 6 9-24 (e 2H~34)
UL b bt

S LD L]

6, W.B. Citizen? (Put number in box)
1—Yes 2—Na

b. State or country
(e 39-49)

LD EL L L L Lt

(ce 80) (e H9-62)

15. Peraonal carcer status (Put number in box)

8—Other {ec 69
3=—=Exceptod, Schedule B - I

11— Speciol outharity

01-—GS 14 or bolow 06—=GS 17 Aot reportable as $1==Nono
gZEGS 15 07-——GS 17 cquivalent GS-0quivalent 2--5.Point

3—G8S 15 equivalont 08—G= 18 . 3—10-Point Disability e 74
04-=GS 16 09—GS 18 equivalent fee 67-GS) . lee 69-73, 4-=10-Polnt Compensable ¢ !
05-—6S 16 ¢quivalent 10--Exceutive tevel * J J [ ' l j I ] §—10-Point Other [j

2a, Home addrcs..gnumber and s!rcet

WLJ~L¢~L~;ngdl N

"l uoclal aacurlty Number
(cc A0-41)

ENEEEE . AL

. Bervice Computatior,
(cc 72) Date (Leave)

! [],_uf°ﬂ’il

¢. Duty sta!lon {oeation cade

RNy

I

13, Annual salary (Round salary
ta nearast $1,000, and entor
first twao digits in bax.) ‘ec 62~GY)

HR R

12, Present GS
serles, if any

1=Carear or Career-Conditienal, Competitive Servicn
2=—Cargor or Career-Conditional, Other Fed. Pors. System 6g Lf,

]

17 céc ciSrk'ivl‘iéat‘a No 18. Veteran Prefarence (Put aAumber in box)

T e e e = S et E e M a S S S e o ———— N s

The information provided betow will be retained In the record and
furnished to prospective employers in exactly the form in which you
furnish It.

In describing your work éxperience, account for at least the last 15
years (if some blocks of expericnee during that period were at a low level
of responsitility, you may summatize them briefly).  You rieed not include
positions held more than 15 years age, unless you believe that these jobs
contribute information about your abilities not apparent from your more
recent émployment. BEGIN WITH YOUR MOST RECENT POSITION. DE.
SCRIBE ALL YOUR REGULAR FULL.TIME EMPLOYMENT FIRST; fHEN. IF
YOU HAVE HAD SIGNIFICANT PART-TIME EMPLOYMENT, SPECIAL ASSIGN-
MENTS, OR DETAILS, DESCRIBE THESE. i describing each position or
assignmént, indicate:

(1) The dates during which the position was held.

(2) Grade, rank, or salary at the beginning and the end of the position.
M the position was in the Genéral Schedule of the Federal service,
enter the grade after *GS." If it was in another formal ranked
system, enter the system and the rank (e.g., FSO-5, AF--06) in the
$pace on the second line. Otherwise give annual Salary to the
nearest $1,000. (Salary may be omitted for self-employment, for
part-time work, or for special assignments.) En!er GS-grade, or
rank, o7 salary, but not all three.

(3) Whether the position was regutar full.time or special, according to
the categorles provided.

(4) The employing organization (abbreviate if necessary). I self.
employed, so indicate. For Federal employment enter which ex-
ecutive department or independent agency (for Army, Navy, or AF,
enter these, not DoD).

(5) Major organizational subdivision, if any (e.g., service, office, bureau,

PART 11.=-W/ORK EXPERIEN'Ch (Ta be ‘completed by executive)

admlnistration; or division or subsndnary of a company) (Abbre
viate if riccessary.)

(6) State (or county) where principally employed (abbraviate if neces.
sary).

(7) The name, title, and (if known) current address—home or office—
and phone Aumber—including Area Code, if known—-of your
immediate superior in the position. (If you have had multiple
supériors in any position, list the one you believe would have the
best knowledge of your capabilities; or you may list more than one
superior, if you prefer.)

(8) The organizational or working title of the position (abbreviate if
necessafy). )

(%) The basic nature, responsibllities, and duties of the position, along
with the most important knowledges requifed and their extent and
nature (e.g., broad gencral knowledge of accounting procedures,
or detailed expert knowledge of plant pathology); and the most im-
portant skills and abilities required (e.g., ability to negotiate with
groups opposed to your viewpoint, or ability to organize large
masses of fiumerical data into meaningful relationships).

USE ONLY THE SPACE PROVIDED FOR EACH POSITION

Then, in the block numbered 10, below the narrative section, describe
each position in terms of the codes on the attached code sheets. This
infermation may be used in seatching ttie inventory for people with appro-
priate experience baekground for a particular position and should there-
fore bé as representative as possible of the true nature of the position
being described.

It, after you have finished describing each block of experience, you feel
that some occupational or functional areas in which you are competent
have not been represented in the coded information for any position, use
the space at the top of page 6 for entering the supplementzry information.

161-101




(%) N 154766

Name (tast pame firsat—enter as in PART |, Item §) Sacial Security Number
A l Qamh (Manth/Ye: ar) 2, Grado Rank, or SwIary ' 3. Position is: (Put number in box.)
1 e o (e 13- 149 Stan {ce 17-22) Present (cc 23- 28) | 1—Full-time
9 FF.OM T0 GS- - GS- 2-—Parttime (approximately ........... Kours/week on the avarage)
l _[ i 1 L] 1 l 3—Special assignment ar detail (cc 23)
J J Pl R J [ S s ] 000 $ 000 . 4——~Spaclal cansultant !u a company, !nreugn country, or other organization m
4, Employing arganiza:ion icr 30-52) 8, Major organizahonal subdivision  .cc §3-75)
Sé‘llsa é t:{:aa!“inrr; of” ] 7, Nam‘eand title, and eurrcn! address and phone (if known), of Immediate superior T
cc 76—75) emplayrent !

||

2| 8, Title of your pasition (cc 8-53)

AN NSNARNNARERRRRERIERNINENEE NI

9a. Basic nature, responsibilities, and duties; b, Knuwlodgos, kills. and abllitles required.

2 ] 10. Occupational codes (When entering 2 or 3 separaté codes, enter the second codeé in block B and the third in block C. The (ce 83-56) K57-55}52-50
1 two shaded spaces under “Sub-codés’ are for Medical Officers arid Attorneys only.) Job Org. | Act.

S Function Type | Area
{ecc 3-1%) | 'Sub-codes . e 17-24) Sub-cades (cc 29-36) | Sub-codes . E F. [76. ~

A. B. ¢.
Ll ke L g L] ANERENE
B | 1. Dates (Month/Year) 2. Grade, Rank, or Salary 3. Position was: (Put number in box.)
2| (ec 912 (cc 13-16) | Start (cc 17-22) Final icc 23-28) 1—Fulltime
T2 FROM 10 GS- e 2—Part-time (approximately ............ hours/week 6n the average)
3—Special assignment or detail
I T T O O O R A | 4—Special consultant to a company, foréign country, or othér organization '€= 29
HEEERENEED 000 $ 000 .
4, Employing organization ‘ee 30-52) 5. Major organizational subdivision {ce 53-75)
NN NN
CSC Use 6. Location of 7. Name and title, and current address and phone (if krigwn), of immediate superior
{cc 76-79) employment

| ;

2 | 8. Title of your position (ce 9-53)

AN NN

9a. Basic naturg, responsibilities, and duties; b. Knowledges, skills, and abilities required.

2110 Occupahonal codes (When entering 2 or 3 separate codes, enter the second code in block B and the third in block C. The | cc 53-56) 57-65):3..
two shaded spaces under ‘'Sub-codes™ are for Medical Officers and Attorneys enly.) Job Org. | Act.
Function Type! Area
(cc 9-10C) Sub-codes (ce 17-24) Subcodes | (cc 29-36) Sub-codes D. El F e
A ! [ 0 b B. o) E:T':f' :
[ 111 [ LLrill




(%) N2 154766

¢ | 1. Dates (Month/Year) 2. Grade, Rank, or Salary 3. Position was: (Put number in box.)
2| (ec9-12) | cc 13-16) | stant (cc 17-22) final (cc 23-28) 1—Full-time
5 FROM 10 GS~ GS- 2—Part-time (approximacely ............ hours/week on the average)
T L T |1 3—Special assignment or detail (cc 29)
' I I J $ 000 $ 000 o 4—Special consultant to a company, foreigr. country, or other organization [_]
4. Emplovying;rganization (cc 30-52) 5. Major organizational subdivision  (cc 53-75)
Lt e bbbttt
CSC_Use 6. Location of 7. Name and title, and cutrent address and phone (if known), of immediate superior
(cc 76~79) employment
| |
2 | 8. Title of your position (cc 8-53)
L L L bl

9a. Basic nature, responsitilities, and duties; b. Knowledges, skills, and abilities required.

A.

L]

| |

2 | 10. Occupational codes (When éntering 2 or 3 separate codés, enter the second code in block B and the third in block C. The (cc 53-56) K57-58}53-£5
3 two shaded spaces under ““Sub-codes " are for Medical Officers and Attorneys only.) Job Org. | Act.
Furiction Type | Aréa

(cc 9-16) | Sub-codes (cc 17-24 | Sub (cc 29-36) B.[E F. [ 6

|| o] 1]

l L]

1. Dates (Month/Year)

2. Grade, Rank, or Salary

3. Position was: (Put number in box.)

21 fcc 9-12) | (cc 13-16) | Start icc 17-22) Final (cc 23-23) 1-—Full-time
8 FROM 10 GS_ és— 2—Part-time (approximately ........._.. hours/week on the average)
3—Special assignment or detail
l l L l l l l l | l 4—Special consultant to a ¢ornpany, foreign country, or other organization 'S 29

HEREEEED 000 s 000
4. Employing organization (cc 30-52) ' 5. Major organizational subdivision (cc 53-75) .
L Lt r bbb e bt ettt et
CSC_Use 6. Location of 7. Name and title, and current address and phone (if kiown), of immediate superior
(cc 76-79) émployment

LI ;
2 | 8. Title of your position (cc 9-53)
ol Lt r ettt vt er b

9a. Basic nature, responsibilities, and duties; b. Knowledges, skills, and abilities required.

3

10. Occupational codes (When entering 2 or 3 separate codes, enter the second code in block B and the third in block C. The

(cc 53-5%) ¥57-53853-¢~
0 two shaded spaces under ""Sub-codes” are for Medical Officers and Attorncys only.) Job Org. | Act.
Function Type| Area
{cc 9-16! Sub-codes j (cc 17-29) Sub-ches ] (ce 29-36) Sub-codes 0. [ F. G.
JEENENEER el JAENENEN HERNRE
3.
.y » ?“, = A2 o, e g T A T A TS A e T N

i \ -




(%) No 154766

Ld UITFv

1. Dates (Month/Year)

(cc 9-12)
FROM

(cc 13-16)
10

Ll 1}

2, Grade, Rank, or Salary

3—Fulitime

Start (cc 17-22) Final (cc 23-28)
GS- GS- .

I | I
$ ,000 $ ,000

2—Part-time (approximately

3. Position was: (Put number in box.)

3—Special assignment or detail

hours/week on the averaga)

(cc 29)
4—Special consultant to a company, foreign country, or other organization

4. Employing organization

L1

(cc 30-52)

LIt

5. Major org'anlzatlonal subidivision

LI L L eyl

(cc §3~75)

CSC Use
(cc 76-79)

6. Location of
employment

|

7. Name and title, and current address and phone (if known), of inimediate supérior

\

3
2

8. Title of your position

LI L e et

(cc 9-53)

RN

"

9a. Basic nature, responsibilities, and duties; b. Knuwledges, skills, and abilities required.

3| 10. Occu.ational codes (When éntering 2 or 3 separate codes, enter the second codé in block B and the third in block C. The {ce 53-56) K57-58453-89
3 two shaded spaces under “Sub-codes” aré for Medical Officers and Attornéys anly.) Job Org. | Act
. Furction Type | Area
(cc 9-16) (cec 17-24) Sub- (cc 29-36) 0. E. F. | G. |
A. [ I B. I
l RN | 1] L]

-

1. Dateés (Month/Year)

2. Grade, Rank, or Salary

w

(cc 9-12)
FROM

(cc 13-16;
TO

L]

1—Full-time

(cc 17-22) (cc 23-28)
GS— GS-

| |
¢ 000 $ 000

2—Part-time (approximately
3—Special assignnierit or detail
| 4—Special consultant to a company, foreigh country, or othér drganization fcc_29)

3. Position was: (Put aumber in box.)

houré/week on the avérage)

4. Employing organization

(cc 30-52)

5. Major organizational subdivision

(cc 53-75)

NN AN RN
(i?:c’g-s;:g) 6. tg:;\;;:\:lf“ 7. Name and title, and currént address and phoné (if known), of immediate superior

3 8.|Titlle of your position (cc 9-53) ’v
AN NN

9a, Basic nature, résponsibilities, and duties; b. Kriowledgés, skills, and abilities requirad.

3 | 10. Occupational codes (When entering 2 or 3 separate codes, enter the second code in block B and the third in block €. The (cc 53-55) 57..55‘_[ 59_£9
6 two shaded spaces under “Sub-codes” are for Medical Officers and Attorneys only.) Job Org. | Act.
Function Yype| Area
(cc 9-16» | Sub-coiej_q (cc 17-23) Sub-codes (cc 29-36) Sub-cpqgs 0. E. F. G.
. ke . [ R
HEENEEE RN AR LIt i
. 4.
B B
L e e e et N e
N . — T g T
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(]
J—
-

-

G| L. Dates (Month/Year) 2. Grade, Rank, or Salary 3. Position was; (Put aumber in box.)
3| (ec 912 | e 13-16) | Start «cc 17-27) | Final e 23280 | le—Fulttime ,
7 fROM 70 .65—_ - GS~ 2—Parttime (approximately .........., hours/week on the avarage)
:l__ij_l:—!_:J—_ ~1M_LLD;~ 3—Special assignment or detail {ce 29,
| ___|__. L_ ] | _$__-. ,000 $ ,000 d_—--Speclal consultant to a company, foreign country, or othf:flgnnlxa!ion [——I

4. Employing organization  (cc 20-52; 8. Major drganizationa! subdwvision  (ce 653-75)

L L e e L L Ll

CSC Use 6. Location of 7. Name and title, and current address and phenc 1 i+ own), of immediate superior
(cc 76-79) employment

| | '\

3| 8. Title of your position (cc 9~53)

LT L L Ll

9a. Basic nature, responsibilities, and duties; b. Knowledges, skills, and abllities required.

o
] .
3| 10. Occupational todes (When entering 2 or 3 separate codes, enter the second code in block B and the third in block C. The {cc 53-56) [57-58459-67%
two shaded spaces under “Sub-codes” are for Medical Officers and Attorneys only.) Job Org. | Act.
9 . . Function Type | Area
(cc 9-1¢) Sub-codes (cc 17-24) | Sub-codes (¢cc 29-36) . £ ol e
al B.| I ¢. '
L] HERE L1l NN
H | 1. Dates (Month/Year) 2. Grade, Rank, or Salary 3. Position was: (Put number in box.)
4| c9-12) | (cc 13-16) | Start cc 17-22) | Final (cc 23-2¢) 1—Full-time
0 FROM To GS- Gs— 2—Part-time (approxiinately ............ hours/week on the average)
3—Special assignmént or detail
| I I | I I I | 4—Spécial consultant to a company, foreign country, or othér organization /€2 _29)
VL LU L L s oo s 000
4. Employing organization (cc 30-52) 5. Major organlzational subdivision (cc §3-75) . ..
CSC Use 6. Location of 7. Name and title, and currerit address and phone (if knowri), of immediate superior
(cc 76-79) employment

\
l ]

4| 8. Title of your position (cc 9-53)

LIS L L L L P e ety

9a. Basic nature, responsibilities, and duties; b. Knowledges, skiils, and abilities required.

—

4 ] 10. Occupational codes (When entering 2 or 3 separate cades, enter the second code in block B and the third in block . The {ec T2-55) ¥37-5:% [53 £
2 two shaded spaces under “Sub-codes” dre for Medical Officers and Attorneys only.) Jb Org. | Act.
Function Type| Area
{cc 9-16) | Sub-codes \cc 17-24) Su_b-c_ggvg's:'] fcc 29-36) | Sub-codes o | TET| TF TG
Al ] E 1 B. J . c. E )
HEERNE R HAEEESS RN
i there are additional positions you wish to describe, continuation sheetls can be obtained frorn your Parsonne! OFice, 5.
LT e e T TS e T e
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0| Use blocks A thraugh D below ta enter any additional Occupational Cedes representing areas of competence not covered in the positions described above.
4

»gdi;;{;;s"'] [ tec 17-24) | Sub-cades | [TC 26-32) | _Subcodes (cc 33-40). '._§9b'ce}!;=~.s...[
8. c. '

ol el L el T e T

Use blacks E through H helow ta enter any Jab Function Codes describing types of responsibility or roles which you wauld be interested in and which you have
not heen able ta reprasent in the positions described above,

R Y e € ce
at 43 45 47
5,[ | lw ARREL 6.| | |46 H. J 48

PART III.F—EDUCI\TIQN (To be completed by executiva) e

1. Educam_.(i_’utiﬁgo_xfhe number of the single highest level attained. Consider multiple degrees at any level as the ;;me as a single degree at that level.
Multiple degrees are shown in item 3, below.) \

01—Did not graduate from high school 06—Have Bachelor's or equivalent degree (include LL.B. with nio prior callege)

02—Hava tilgh school diptoma or official equivalent 07—Have some graduate work

03— Completed high school and an additional non-callege coursg (e.g., 08-—Have Master's degreo or law degiree (with prior college)
business school, trade appranticeship, fegistered nurses' tralning) 09—Have doctoral-level graduate work boyond the Master's
04—Took some college-level courses 10—Have ah earned Doctorale (cc 49-50)

05— Have an AA degree or equivalent of at least 2 years of college-love! work rTL

(ec 51-52)
2. Of how many college scholastic honer sacieties have you been a member? (Example: If your answer is two, enter 02", if none, enter *00".) [ ] [ ] ]

3. For college graduatés only, list below all earned degtees feceived at the Bachelor level of abaove. Enter certificate or diploma from foreign universities In
itent 4 below. Enter only one degree on a line. For each degree enter:

(a) Degree (e.g., BA, Ph D) (d) Whether degrea granted with .honors (use following code):
(b) Year granted (last 2 digits) zl’:g:n?ﬂ:?e of eéquivalerit
(c) Coded Major or Majors (count as Majots any area ih which you had a 3—Magna or Summa Cum Laude or equivalent
Course load approximating & Major. List no more than two Majors pét 4—Graduate degree with distinction
degree.  See codé sheets for codes) (e} Institution granting dégiree (abbreviate where necessary)
N
a (cc 9-14) cgc tec 17-18)] (ce 21-24) | (ce 25) (¢c 29-47)
& (2) Type Degree c":_ ;E_r, (b) Year | (c) Majors [d) H (eY Name of Institution
0 ..
° ] P LU fpel PP L] LEE bttty
0
° LI b st L1 ] NN
]
7] L sl p )] NN NN
0
P .
) PEL DL el b LD g HEEEEEEENEEN AN
o] ;
° LLL bbbl EE LT HEEEEEREE NN
4. It you have had significant education for which & degree at the bachelor lével or above was not awarded, list it below. For each such block of education en‘er:
(a} Level (usé following code): ’ , * (d) Number of academic years, to the nearést year (consider 30 semester
1—Non-college hours or 45 quarter hours as about bne academic yeat)
2—Undergraduate college (e) Degree, diploma, or certificate, if any (abbréviate where nccessary)

3-—-Graduate college or professional schoo! () Name of institution attended (abbreviate where necessary)

(b) Year last attended (last two digits only)
(c¢) Coded Majors or areas of concentration (énter no more than two Majors
per block of education. See code sheets for codes)

(ecc 9) fec 13-14)] (ec 17-20) | (cec 21) (éc 25-36) (cc 37-55)
(@) |(b) Year

Levet ] last At. | (©) Majors A(g}\,:‘:r's (e) Degree or Certificate (h Name of Institution

LI b e e ettty

Lottt ety

LIt et bbbty

D) K ) ) KA CRXKa |

r
= L
Lol e L
RUNENEN N
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i
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PART IV -~PRO! ESSIONAL ACNVITILS HUNORS, AND Sp l ClAL QUM ll ICA'I 10HS (To be complomd by execuhve)
J 1. fntor a “l“ ln the hax iar eaciy of the fallowing whmh cunantly applics to you, Indicate (ho ]urlsdicloons Involved (usually a State), (Omu thote that do
not apply.)
)
Jurisdictions Jurlsdictions .
 ce Licensed to 6
.......... K 'I::c‘r'n'ber of Bar... 2 IRy bR SR sr e TR er s ar S e e RS Vst s beR TR AR RE . Practice Medicina... Vi
mitted to practice
!her Pro!osslon«.l Llcensc or Certification... “
" e befOre tajor courts... 10 (8pacify boloy) d
R . Certified Public Accountant... 11
Roglstored Professional
. Engineer ) 12 _
2, Ll..! major pruresslonal groups or societies of which you are a mcmber. (Indicate any in which you aro a fellow or fram which you hold a diplomate.)
: i
€8C
Use
cc 15
3, How many times in the past 10 years havo you been olected or appolnted to an omce ina pro!cssional society? (Examp!c H two t:mes, enter (e 16-17)
“02"; if none, enter 00".). .o e s . s l N [
4. How many times ih the past 10 years have you been elected or appoin!cd to an office In civic or other groups not related to your work? fec 18-1%)
(Example: It two hmcs ORECT 02" i NONQ, BNLEE “00™.)......cc. .. coeeioeeeeer cereeeos ot e et et eesaeestssnesaraseseeanas 1eretre oetreareeetere et eee e e s ese et ettt st eeeeeeeeeeeeseees st L ]
5(a) How many patunls do you hold? (Example: If two, enter “02'; if none, énter “00".) .......................... }__[__‘ 30‘:_6?1
(D) Year of Most FECENt PAtENt (OMUE if NOME)......ccoiceiiireirreresceimerecsassssn e s et testes seseseibenierins  sesbeesebonssiassesesssasbosaseseasssossesesseserneseesessesamseeesse L 22-27%
6(a) How many books Have you had published? (Example: If one, enter “01""; if nONe, BRLEP "00™.)..civveeieiieiriieeee it erae s esesaresere e sesessens >__] = .5C_=95
(B) YEar 0f most récent DOOK (OMMIt If AOMC).... it sttt s eies eacrensiesesaracsertererssnsssenbvate b se s besnassasaabesessenssess ses shets erssbessessraraesnnssessenconnesnns 19 1 26-27
! 7(a) How many pamphlets, articles, and papers in your ficld have you had published? (Include single thapters in books. Put number in box.)
1—~None 2—O0ne or two 3—Three tu ten 4—Eleven to twenty  Bm=—More than twenty. ..ol gg
(b) Year of most recent parnphlet, article, or paper‘(omit I BONC). ittt ceene e et seeneea e +eeeseeaesesaes 19 l 29-33
- - -
8(a) Of how miany published books or monographs have you béen a principal editor? (Example: If three, enter “03”; if none, enter "00".)........ | 3l°.‘:3,,
(b) Year of most recent such publication (omit if none) H et hetrieEeeireecreeseesressarasatessmetestevsueneeiasarenstsnstsassnsassssresasssnmesntereessnrsen 18 | 33-3
(cc 35,
9. In the last 10 years have you served as editor or associate editaf of a proféssional journal? (Put number in box.) 1—No 2—Ye€s ...ccooneennn —]
10. Have you ever been employed outside of the U.S. for 2 period of sevéral months or more? (Put numbet in () In 2 civilian capacity?...............
boxes.) 1—No 2—Yes (b) In & military capacity?...
11, Have you :vér operated your own business or firm for a petiod of a year or longer? (Put numbef in box.)
1—No 2o Y S et et eene et st aeae et aem ettt e ae e En £amna e e bene s nEas e SR Ane s et A e Bd et et A S ene e e e et et bme et eas e e e 2t ereeet oo e eemaeenene e sseeemeeeee e oo saen
12, Whizh, if any, of these activities have you donc successfully? (Ehter a 1" in the box fof each that applies; omit those that do not apply.)
Mzndged a rescarch or development program... . §§ Dealt extensively with representatives of foreign countries................ f‘i
Dealt extensively with the legislative branch of the Federal Dealt extensively with representatives of industry or other non-gov-
government ......... 40 érnmental organizations....... . o
Managed a grant-in-aid program 4l Established a fiew Program or Organization.........o.meercoreeemossreseeseanns 46
Dealt éxtensively with State and local authorities.. 42 Managed a geographically dispersed organization..............cccoeomee... 47
Managed a regulatory function..........cooooiiiimeneeee, 43
13. In which of these areas, if any, do you feel you have ability or okill well above that of the typical person in your general type and levél of work? (For each
srea that applies, enter a “1”. Onmiission implies probable good ability but not an outstanding skill.)
Ablility to speak before large groups..... 2g " Ability to prepare written materials in a non-institutional style............ Dgf
Ability to handle impromptu question-and-answer sessions........ 49 Ability to negotiate with groups or individuals essentially opposed
Ability to recruit staff and evaluate people.......cooooeeeictoneeeenenn. 50 to your viewpoint.................. aresereessnesraseeasna s aeeenearae et neeanteeann ' |5?
14. Duting the last § years have yos had faculty status in a college or university? (Put number in box.)
1—No 3-—Yes, at the graduate level only (cc 53)
2—Yes, at the undergraduate level only 4—Yes, at both graduate and undergraduate levels
15. For each of these activities in which you engaged on a part-time basis during the last 5 years, enter a 1" in the box. (Omit those wnich do not apply. R
Consider such activities in both colleges and other institutions giving college-level instruction.)
cc . e
Teach an undergraduate college course . 54 Supervise the work of a candidate for a research doctorate..... ... ... ... 34
Teach a graduate-leve!l college course ......... ......... 55 Serve as guest lecturer in an undergraduate or graduate college course ... . . 57
EA
ne-
t
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1 { 16, In how many executive departments er independent agencies have you been regularly employed in a civilian capacity at a level of respansi-

6 bilty equivalent to GS-13 or above? (Do not count jobs in different major subdivisions of one department.  Example: If five, enter 05" ¢ 9.1,
it none, enter 00.*). ... ...

17. In how many executive departmants or independent agencies hava you been regularly employed in a civilian capacity during your entire Federal

(cc 11-12)
service? (Do not count jobs in different major subdivisions of ene department.  Example: If fivo, enter “05."  If none, enter "00."). ... J‘rl
18. In the last 10 years, how many awards have you received fram erganizations in which yau have been employed? (Include such awards as those e 13-14)
tecognizing meritarious service and thase for significant suggestions.  Example: If 2, enter “02."  if none, enter "00.") o e v oo oees | l '
19. In the fast 15 years, how many awards have you received from organizations other than those in which you have been employed? (E.g., elvie (cc 1616
or professional groups, government-wide awards, honorary degrees.  Example: It 2, enter "02."  If none, enter “00.") j _J [

20. List significant honors, commendations, and awards you have recelved. (Include such awards as those mcoéﬁlzing ‘meritarious service or achievement,
Alsn give college honora.  Give approximate year in which aviard was made.)

21. In how many significant training programs (held under Government or other auspices) have you participated as a speakér, discussion lcader, or lec.
turer during the last 2 years? (Put number in box.) ’ (cc 17)

1-—None 2--0One or two 3—Three to five 4—Six to ten B—MOre tHam EEN.. .ocoii v i e e cevervest i —eneens eeenee et am | l

Zé.—Llsf maa‘}or.tr‘:sining cour;;s or progfﬁrﬁs to which you have beren sent and the year (appr;(;m;e_) in which you a?tended.

. csc
. ’ Use
. ¢c 18

-

23. In approximaté terms, what is the largest number of employees you have had under your direct or indirect supefvision in any position you have hetd?

(Put riumber in box.) (cc 19}
1—Noné 3—Nine to nincteén 5—Fifty to one hundred ninety-nine ?7—More than five hundred
2—O0ne to eéight 4—Twerity to forty-fiine 6—Two hundred to five hundreéd

24, In any position you have held, have you had close working associations (in any capacity) with individuals in any of the following occupational areas? (Ehater
“1* if the box for each that applies.” (Omit those that are not applicable.)

P cc cc cc
Trades personnel. ... oeicecscrncrnercened 20 Physiclans...........cce oo reeenen 22 EdUCators. ... ..o et e 24
Stientists or éngineers.......cococceeeeee. 21 Lawyers......oovincarieceneeeeenes s saeees e 23 Prefessionals other than those listed....... 25

25. Below are listed a number of foreign areas or countries. Mark ALL the countries in which you have special knowledge, ¢ither of the country (area) as 2
whole, or of some aspact of the country (area) related to your own field. Use the following code: 1—Expert khowledge 2—Very good knowl-
edge, but not éxpert. (Orhit if less than very good knowledge.)

cc i ec [

Britain o] | 26 USSRD 33 Near Eastorn country(s)... [ ]39  Other Central or South ec
France......ooooooeeeemornne . [~ 127 china (Mainland and/or North African country(s).... 0 American country(s) D.u;

- —
{1113 - 28 Nationalist).......cccceceeniiss 1 34 Other African country(s) .. 31 Other country of area
GErmany........ooovovve . EX TR Py S SN M I TSR o111 TSN N PP (Specify below)
Scandinavian country(s) 30 Southeast Asian country(s) 36 MexiCO....coe e 43 Du
Poland............eccoeeinnennne. 31 Pakistan.........cooceemcrcnrersennnns 37 Brazil.......ccceveieivnicrcne e 44

——1 b —
Yugoslavia .................... 32 India............ e reeeeesaeeannd 38 Panarra..... .. ... RV a5 I l.gg

26. Describe your facility in each of the languages listed, using the code below. Enter the number that reflects your highest lével of skill. (Make no entry
for a language in which you have little or no skil!.)

Speak Read Speak  Read
Speaking Ability cc cc ' cc cc
1—Meets routine travel or courtesy needs. French........c..c.ccce.. a3 [ 50 Arabic.... ..o s 67 68
2—Meets limited social and office demands. D -
3—To engage quite freely in conversation and discussion. Walian.. »——1 51 52 Japanese. ... e 69 70
4-—Nearly as fluent as a well-educated native. Portuguese........... 53 [ |54 Chinese language(s)... ... ......... 71 72
Reading Ability Spanish................ 1 55 [ 1s6 Southcast Asian language(s)...... 73 74
l—-}: get the gist of newspaper articles and similar German...........| | 57 | 158 African languagels).......... . 75 76
aterial. - -
2—To read newspaper and similar material easily (or tech-  Russian . 59 60 Other (Specify)
nical writing in my ticld). —1 +—
3—To understand readily more difficult written material. Polish e 1 51 - 62 D 7 D?B
4—7Yo read all sorts of material neaily as well as a well- Greek...oooovvriinnnn, 63 64 Other (Specify)
educated native - - :
Hebrew ... . ..... 65 66 l I 79 I an
8.
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PART V.f—RUFRENCfSVAN() ADDITIONAL COMMENTS (To be compieted by executive) o

l ln nddmon to the s.upermrs nnmud m PART (l l;st mrcc Persans w who havo o ;,ood knowledge of your abilities,

S Namc, and -F‘;asition or Tulle Address. lnclud—unyawz‘l.f;;:o;la.iﬁ ;s;;w—-n; T Telaphonu (ﬂ knoam)
Area
Code

2. Use this space te nakc any additlonal camments. or to describe any qualifications you feel have not been covered adequately above.  (For oxample, dascnbe
unusually slgnificant contributions, achievements, or accomplishments. List significant publications. Executives in medical occupations should list post-
graduate tralning not shown elsewhere, Brief assignments as delegates to meetings and the like which aro nat shown in Part Il should be described here.
Include outside activitiés which may demonstrate work-relevant skills, abilities, or expe-ience.)

5
.
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... FARTVI-PERSONAL PREFERENCES AND OVHER INFORMATION RELEVANT TO ASSIGNMENT (To be completed by executive) S
This part is designed to give you an opportunity to ex{)mss youwr aown preferences in respect to referal for assignment. Accardingly, if yau prefer nct to

answer questions 1 through 6, you may omit them. his section, as well an other parts of the form, will be updated annually~or you may submit changcs
at any time if your circumsatances change.

-

11l 7H.ow da yaou feel atout changing jnl;, wark role, or field?  (Put nmeur in bax.) .
1—-Would very much prefer ot to change at this time, 3—Would welcome the eppartunity.
7 2—Would cansider changing depending on the job. (cc &

I o E—

2. l:isz thasa bepartm—cnié ar {ndé;;}e;mem anancloé.mil any, besldes your present-oﬁu in which you are particularty In;nrc_r.;cd (No cse Uso[ L]
mare than three.) cc R G N S

as-2n [
3, Describe any occupational, progiam, or functional areas besides your present enes, in which you wauld be pariicularly interested in working,

4. Haw do you 1e;él ;G;;r;unt ahout chanEl;\g geographic loca{lon? (Put number in box.)- (cp 22

1—Would bae very relugtant, 2—Would considar changing dapending an the job. 3—Would welcome & change ... ooevivs covrvee. I l ]
§. Do you have any disability which you would like to have considered in referring you for asslgnment? What limitations would you like to have obsarved?

6. Are there a]-iy disabilities amorig menbors of your family whichﬂyou would m‘c to have considered ir;?cfcrﬁng you for as:-slgwn'mcnt? What Hmitat'idns wcuid
you like to have observed?

PART Vil.-—GENERAL INFORMATION (To be completed by éxecutive)

" The material in this part will be usad ONLY IN MAKING STATISTICAL ANALYSES OF CAREER PATTERNS OF FEDERAL EXECTIVES AS A GROUP 1o provide
information for planning such programs as recruitment and cateer development. It will NOT be sént to agenciés filling vacancies,

1. In which one of the following types of organization did you begin your work.i-ng career? (Do not count summer jobs or jobs held femporari!y to permiit rur-
ther school attendance. Put number of best answer in box.)

01—Business or industry 07—Executive branch of the Federal government
82-—Professional (e.g.. law firm, medical practice) 08—Legislative branch of the Federal government

3—~College or university 09—Judicial branch of the Federal government
04—Public schoa! system 10—Non-prafit (¢.8., fouridation, labor union, eharity)
05--State government 11—Other

06—Local government

(¢c 23-24;

L]

State (cc 25-34) (cc 25-36)

Ll L L[]

(cc 37-38, 39-42.

2. What State was your legal or voting residence at the timéa of your? first appointment to a full-time Federal
position? (Abbreviate) (If foreign country, entet “OUTSIDE US™)oooooooooeoe

3. In what year and at what GS grade or approximate equivalent di‘d you first enter the Federal civilian service, executive branch?

vear—wg l
(First permanent-type position. Example for grade: It entry was CAF=5, P=1, or GS=05, €NteFf “05.™) oo oo GS Grade— P

4. What is the highest educational level you had attained at the time you first entered the Federal ¢ivilian service—executive branch? (First permanent-type
position. Consider multiple degrees at any level as the same as a single degree at that level. Put numbers of answar in box.)

01—Had not graduated from high school 06—Had Bachelor's or eéquivalent 7:gree (include LL.B. with no ptior
02-—Had high school diploma or official equivatent college) :
03—Had completed high school and additional non-college course (e.g., 07-—Had some graduate wdrk
business sghool, trade apprenticeship, registered nurses’ training) 08—Had Master's degree or law degree (with prior college)
04-—Had taken some college-leve! courses 09-—Had doctoral-level graduate work beyond the Master's
OS—Hgdk an AA degree or equivalent of at least 2 years of college-level 10—Had @n earned Doctorate
worl

(cc 41-42,

|l|

5. Why did you enter the Federal service? (Put in the box the number of the single statement which BEST describes your reason.)

1—Someone in my family worked for the Governmént and I followed in his 6—1 felt | could be useful in an emergency situation or in accomplishing a
footsteps. specific mission, :
2-—The idea of working where the important decisions of the day were 7—1 wanted to obtain expertise in Federal procedures for use after leaving
made appealed to me. Government.
3-—-{: wa's]thc best offer | had in terms of location, pay, advancement, and 8—1It %!ercd the best opportunity for pursuing my chosen occupational
cnelits. ield.
4—1 was offered an interesting, challenging assignment. 9—O0ther.

$-~1 was motivated toward public service.

(cc 43;

10.

e T A ks ok e w sl T N
S —— g" AA»' o am cem—




describes what your intentions were.)

£ .
1- ) expecled to stay a year or so and then ohtain, of return to, A~—-| expccted to stay a few years to pick up expertise in Federal pro-
a position outside the Government, cadures that would be useful after | Jeft.
2—-} expected to stay & year or 6o and then obtain further edu- 6—| expected to make a career of Federal servico,
cation, 61 had na definite intentions one way ar another,
A—1 expected to stay only for the duration of an emergency or ec

the completion of a mission,

7. Mow did you enter the Federal civilian service (first r-)-ormanontvtypo pasition)?  (Put number In box.)
1—Through thoe Junior Management Assistant or Management intern Examination
2-—Through the Junior Profassionatl Assistant ar Federal Servien Entrance Examination

4—Through some ether compatitive examination (includes filing an application to he rated)

A-—Through the Federal Administrative and Management Exaimination (FAME) (ce 10y

(F) _ No 154766

1 [ 6. What were your intentions as ta a Federal career when you tire! entered the Gavernment?  (Put in the box the pumber of the statement which BEST

1)

9. How many years have you woarked in your present department or Independent agency, to the nearest year? (If your agency &ervice included an
extended periad of active military eervico, exclude this from your answer. Example: If your answer is § years, enter "05"; if less than 6 months, .
enter “00.") v e ISR I e s peenrereareesrsens [ O PR [ J

10. Approximately how many years of active military service have you had? (Example: If about § years, enter "05"; If less than 6 months, enter ' 15-

L YO v oAb eee s seee et [:[4

1—Naone 2—Standby 3-=Ready 4—Retired

12. How many times have you leit Féderal civilian employment to accept employment with another emplayer? (Do nat count military service as an
interruption, Example: If tviice, entar “02"; i REVEr, @NLET '00.7") .. .. ot oot crever et e erere et iee et aa et er e

experience at a grade, leave block blank; enter “0" for less than 1 year; and "9’ tor 9 or more ybars; for | to 8 years, enter actual number.)

14. How many times have you changed jobs in the last 5 years? (Do hot consider reclassification or organizational reorganization as a change in job unle
there was a major shift in duties or responsibilities. Put fiumber i box.)

(cc 23}
! 0—Never 1—0nce 2—Twice 3—Three or moré times [ML.
15. Listed below are some areas in which formal training might be provided tor executives. (Enter “1" for each type of training you would be interested in

receiving.) - cc ) . ce
Government policy and operations.................coo.... il B T Military Stratégy and LACHICS....uemmmmmmmmeorssomsssossersssmeeeesaeseeseseesseesresssss seeomeeemsemm || 38
Public administration.....cccvvienee s ssen s e : 30 A particular fOreign COUNLIY OF BPEA.........ccciiceee e seeereseeear e e s sees eeeeee e ssse s s sees : 35
Pérsonnel admifistration.........ocveveeceieeeesscensene ssessennns 31 FOPGIEN LANBUBEE. ... oot cereve e vrres e s snas e e reesmerssssasomssas s emea s e snseemeessmmnenmenn. 40
Budgeting and fiscal managément................c.cecvcennee. : 32 Public speaking........... E 41
Contracting and ProCUrement........c.cccceeeveeeeeressseneeseerans a3 Wtiting...... et reaeirertesateeeeteseanesaseireneasaeeate s emeeneas 42
Use of data processing Systems. . ....ovivveeieeeeeeeeenenieans B 33 SUPBIVISION. ..vcieeercaertestsae e tete e e e sseemrsessreesmnemnse ssesarsmesemsan e neeas r— 43
Political, economic, and social problems....................... : 35 Advanced or réfresher training in my professional or technizal field. ..._..... - E 43
Labor relations and the labor movement........................ 36 Qthier {specify): ’

International relations and organizations. ...... ...cceo....... | 37 r—] 45

5—0ther rl
. How many years have you worked for the Federal Government, ta the nearest year? (Exclude military service. Example: If your answer s 8 (ccll;l::
yoars, enter "'08"; if 1858 than € MOntha, @NLET “O0.") ..o rveere e rieresrter s nr e v s vss e aeves e e e s Ea R e a8 AEeseats s et v erRY s be£e e s R e s st s e eeneereeee e et reeenereres [ l l

(ce 314

s

11, Military reserve status.  (Put number of correct answer in box.) (e 17y

S I

2 13-1%

|___intorruatio ") e s [

13. In the Federal civilian service, npproiihételyhow many yez;rs. to the ncarest year, haver you spent 'In each of t'ﬁB fallowing grades or equivalénts.’ (if no

(cc 20) (cc 21) (cc 22) (ec 23) (cc 24) (cc 25) (ce 26) (cc 27

| esu[ ] esaz[7]  esas[ ]| esua[7]  esas[7]  ese[7]  eswr[T] asas[ |

1
o

I

S5

QUESTIONS 16 (a) THROUGH (d) ARE TO BE ANSWERED ONLY BY‘THOSE NOW IN GS-16 OR ABOVE (OR EQUIVALENT).

1.5. At the—lime you were first appointed to a supergrade position (or equivalent) in your presént department or indépendent agency:

(a) for how long consecutively had you worked in that agéncy Immédiately before your appointment? (Do not consider military service
8s a break in service, but exclude time spent in military service. If you were not working in the agency when dppointed, leave blank;
if you had been working in the agency but for less than 6 months, enter “00"; if you had worked in thé agency for 6 months or more,
enter the number of years, to the nearest year. Example: If about 3 years, enter “03.”)

(cc 46—17)

. |11

() for how long consecutively had you been in the Federal service? (Do not consider militaty service as a break in service, but exclude
time spent in mulitary service. If you were not working in the Federal service when appointed, leave blank; if you had been working
in the Federal Service but for less than 6 months, enter "00'; if you had worked in the Fedéral service for 6 months of more, enter the
number of years, to the nearést year. Example: If about 3 years, enter *'03.”)

(¢) where were you employed? (Put number in box.)
—1in my present agency in the same bureau (office, service, etc.) that my new position was in.
2——In my present agency in a different burcau (office, service, etc.).
3—In another Federal agency.

4—OQutside the Federal service. . (cc 5
(d) how old were you (to the ne;rest year)? (cc ASX-S?)
e e e [T
SIGNATURE  (All executives: Please sign in ink) . DATE
11.




APPENDIX B

Section 2

Questionnaire




INDEX -~ Coordinated with Executive Inventory Record
United States Civil Service Commissicn
Bureau of Executive Manpower
Washington, D. C. 20415

Lo7

(Standard Form 161, April 1967, FPM Chapter 305)
PART 1. - ldentification _
L. Name
3 Social Security Number
4 State of Birth
5 Date of Birth é
6. U.S, Citizen
11 Pay System (code 1-8)
13. Annual Salary (to nearest $1,000)
14. sStatus of Present Position (code 1-5)
15. Personal Career Status (code 1-3)
16. Present Grade (code 1-11)
PART 2, - Work Experience
1. Dates from to
2 Grade, Rank, or Salary Start Present
3 Position (Code 1-4)

wt ﬁs*"",a' ~;:;;.;:A._ag::"__':
R

o
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4 Empioylng Organization

5. Major Organizational Subdivision

6 Location of Employment

$. Title of Your Position

10 Codes Job Function Org- Type Act. Area

L9 Baslic nature, responsibilities, and duties (a)
Knowliedges, skiiis, and abilities required tb)

Section immediately before Part 3. - Codes A B C D

Codes E F G H

PART 3. - Education

1. Highest Level Attained (Code 1-10)
2 Honor Societies {Code ===--]
3. Type Degree Year Majors Honors Institution
E .
I
ST SR I I e R >
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4 Other Significant Education

Year Last No. Ac. Degree/

Level Attended Majors Years Certificate Institution

PART 4. - Professional Activities, Honors, and
Special Qualifications
1 Member of Bar C.P.A. Reg, Engineer M.D. Other

2. Professional Groups or Societies

3. Past ten yrs. - elected or appointed to an office -

no. times

4. Past ten yrs. - elected or appointed to an office

5 How
6. How
7. How

you
8 How

in civic or other group not relat~d to work -
0. of times

many patents do you hold Yr. most recent

many books have you published Yr, most recent
many pamphlets, articles, and papers 1in your field have
published . .
Code 1-5) Yr. most recent
many published books or imonographs have you been

principal editor '
Yr. most recent
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9 Editor or associate editor of professional journal past
ten yrs.
Yes No

10. Employed outside U.S. for several months or more

Yes No Civ, Mil.
Ll. Operated own business for year or more Yes No
12. Activities Success (Code 1-92)

13. Ski1ll level above average for person in your field

(Code 1-5)

14. Faculty status during last five years (Code 1-4)

23. Largest no. of employees under direct or indirect
supervision
(Code 1-7)

24. Close working relationships with people in occupational
areas
(Code 1-6)

PART 5. - References and Additional Comments

2  Additional comments describing qualifications not adequately
described above

PART 6. - Personal Preferences and Other Information
Relevant to Assignment

1. Feeling about changing job, work role, field (Code 1-3)

o N = 1) P AN T TR T tTIRCE S A AR IR T TR
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3. Occupational, program, functional areas besides present one
you would be interested in working in

4. How do you feel about changing geographic location
(Code 1-3)

PART 7. - General Information

1. In which of the following types of organization did you
begin your working career

(Code 1-11)

2. State of residence at time of first full-time Fed.
employment

3. What year/GS grade at time of first appointment

4. Educational level at time of first appointment
(Code 1-10)

5. Why did you enter Fed. Service (Code 1-9)

6. Intentions in terms of Fed. career when first entered

(Code 1-6)
7 How did you enter Fed. service
8. How many years have you worked for Fed. Govt. (Code--)
9. How many years in present department or agency (Code=-~-)

— fe s e o i Y% s - e -
e LR ",,_,:_,,,.—_.:.4.“ . cm e U DTy
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12. How many times have you left Fed. employment (Code =--=)

13. How many years spent in following grades or equivalents

GS 11 GS 12 GS 13 GS 14 GS 15 GS 16 GS 17 GS 18

14. How many times have you changed jobs in last 5 yrs.
(Code 0-3)

l6a-d (GS 16 or above)

a - (Code ---)

b - (Code =~--)

(Code 1-4)

(9}
I

d - age
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APPENDIX C

CHARACTERISTICS OF THE FEDERAL EXECUTIVE

This appendix includes a study done by the Bureau of
Executive Manpower. This study evaluates information from
the PMIS on a sample of 22,000 Federal executives. The
study provides a useful comparison to the data collected on
the Apollo project managers and will be referred to where

relevant to the main objectives of this research.l

1 o . . . .
U.S. Civil Service Commission, Bureau of Executive

Manpower, Characteristics of the Federal Executive, see note
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(4 INTRODUCTION
{ .

" PURPOSE

This report represents some significant characteristics
: of the present Federal career executive staff.

'SOURCE OF INFORMATION

The facts presented were obtained from the compre-
hensive background information furnished by the men
and women included in the newly established Executive
Inventory--the computerized talent bank of the Executive

Assignment System.

ke ool G L oL R

A PRELIMINARY ANALYSIS

The figures presented in this report are based on a pre-
liminary analysis of the information received prior to
September 15, 1967 from 22,000 executives representing
86% of the Present Inventory of approximately 26,000
individuals.
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EXECUTIVE INVENTORY COVERAGE

The Executive Inventory includes the approximately 26,000 executive branch
administrators, managers, scientists, physicians, and others serving in grades
GS-15 through GS-18 and equivalent levels. About 79% are grade 150r equiv-
alent and the remaining 21% are grades GS-16, 17, 18 or equivalent.

The Executive Inventory does not include executives in the legislative and
judicial branches, executives in the foreign service and foreign service

" reserve, hearing examiners, and others.

- The thirteen largest agencies--VA, NASA, DOD, Army, Navy, AF, HEW,

Treasury, Commerce, Agriculture, Transportation, Interior, and AEC
account for 80% of the Inventory.

COMPOSITION OF THE INVENTORY

BN

21% CS—I6 and above

79% _
GS-15 and equivalent

O Two thirds of the e xecutives, GS-16 and above and
equivalent, work in the Washington area.

O Over half of the executives in grade GS-15 and equiv-
alent are located outside the Washington area.

T _‘;’w&guﬁsug*éazmu... —— e ,&




BASIC CHARACTERISTICS _ :)

AGE
65 AND OVER 4%
55 - 64 . 30%
|
: 5
45 - 54 45%
35 - 44 T |
UNDER 35 J 1%

-

One third of the executives in the Inventory have reached
the age of 55, and 4% are over 65. Fewer than 25% are
under 45 years of age. :

~Q Approximately 23% of the GS-15’s and below
- and almost 18% of the GS-16's and above are
under 45 years of age.

P —p T ——— -~ - e

O About a third of each grade level group is age
35 or older, the age group in which optional
retirement is possible.

e e ——. G T O B

O About 4% of each grade level are within 5
years of compulsory retirement age.

e e rmmm t e hh s ms i+ e e i e e e e e e+ e - —— e e Ao e e e < - e et et~ 3 et s 3




30 YEIARS +

N
b
L}

20 -

10

30 YEARS

25 YEARS

20 YEARS

10 YEARS

LENGTH OF SERVICE

27%

24%

Almost two-thirds of the executives have more than 20

years of Federal service.

When age and length of service are considered together,
more than 11% of those in the Inventory are eligible for
immediate retirement:

O 11% of the GS-15's

~ © 15% of the GS-16's and above.

Within 5 years, about a third of the present executives
will be eligible for retirement or will have retired.

Age clusters vary widely between agencies. In comparing
two large agencies, for example, we find that:

Q© One has only 13% of its present executives
under age 45, and 53% over age 55.

O The other has only 10% in the over 55 group,
and 45% under age 45.
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SEX

&

MALE

97.6% —1 FEMALE
2.4%
The Inventory contains the record of 535 women serving at
GS-15 and above.
QO Over one third of the women are medical officers.
O Women represent approximately 6% of the social

scientists in the Inventory (5% of the economists).

O About 5% of the top educators, doctors, and stat-
. isticians and mathematicians are women.

. O Less than 1% of the top executives in accounting,
engineering, and contracting are women.

About 21% of the men and 39% of the women
have entered Federal service in the last 15 °
years.

About 3% of the men and 7% of the women have
5 years or less of Federal service.

o o —
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OCCUPATIONAL. DISTHIMUTION

The diversity of Federal activities is reflected in the occu-
pational distribution of the executives in the Inventory. There
is a marked concentration of exccutives in nine hioad fields
which account for nearly 85% of the Inventory.

NINE LARGEST 0CCUPATIONS

BIOLOGICAL SCIENCE, == 2%

v

BUSINESS & INDUSTRY - 3

a7

SOCIAL SCIENCE svmramme 5%

FINANCIAL MGT, oo 5%

LAW ’ %

PHYSICAL SCIENCE s~ 9%

— 16%

MEDICAL

ENGINEERING em—eies . 16%

ADMINISTRATION * e 20%

- * Includes such specialties as contracting,
procurement, marketing, real estate and
~ finance. : o

* * Includes management analysis, program
management, computer systems manage-
ment and general administration.

i e RS T T U ~ee e - B T, - . P . .

ity s e Ui o v Y g e
o - . S
P

S B &

T




AGE DISTRIDUTION BY OCCUPATION

15%

Under 45 Under 45

197

Over age 55 38%

7%

Over age 55

‘ | BIOLOGICAL ADMINETHATION
MEDICAL SCIENCE. .

Under 45

Under 45 35%
28%

24%

Ovet age 55

Under 45

Gver age
55

' ' " ENGINEERING PHYSICAL
LAY SCIENCE

———

© A tiiird of all executives in the Inventory are over age 55 and just over
a fifth are under 45. Executives in the biological science and medical ;
groups tend to be significantly older than the norm, while physical .
science and engineering executives tend to be younger, '

.

© The GS-16 - 18 group in every occupation is somewhat older than the {
total group in that occupation. For example, 59% of the GS-16 - 18
executives in the biological sciences are over 55, as are 54% of the
medical officers. Only 4% of the GS-16 - 18's in the biological
sciences and 12% of the medical officers are under 45.
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EDUCATION LEVEL OF PRESENT EXECUTIVES

About 85% of the executives have at least one college degree
and more than half hold Masters level degrees or better,

32%

Bachelors
Degree

53%

Masters Degree

or better

15%

Less than

Bachelors

The educational differences between those in grades G$-15 and
those in the higher grades are slight.
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EDUCATIONAL ATTAINMENT
AFTER ENTERING GOVERNMENT SERVICE .

% Bachelots degree
3% at least 2 years collego_ .

,l 1% Some graduate wark

10% Masters or law degree

B

8% Graduate work beyond
Masters

60% Little or na
further education

6% Doctorate

Nearly 40% of those who entered Government service with 3
less than a Doctoral degree have subsequently completed
significant amounts of education:

Q About 20% have completed a Masters level
degrec or better . . . )

O 6% have completed Doctoral degrees.

Of the approximately 5,000 executives who entered the
Governnient without a college degree, 37% have since
earned at least one degree; 15% have earned multiple
degrees.

Of those now holding doctoral level degrees, 1 out of
6 obtained them after first entering Federal service.

i i e e e e Sy




(1 ENTRANCE GRADE OF FEDERAL EXECUTIVES

[
| ' ' - Although more than half of the executives
! first entered the Federal sarvice in jobs
; below grade GS-9, nearly a quarter entered
i below GS-5, and almast 20% came into
| Government at GS-13, 14, or 15.
|
A
‘
{
!
LI
i
|
{ 33%
f GS-5 - GSg
( ) 22%
s €S9 - CS-12
‘;
i
25%
' ' Below €85 18%
3 G513 - GS-1s
i
¢
| '
: 9
P RN PRSP o ‘:
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REASONS FOR ENTERING GOVERNMENT

~ The most commonly cited reason for entering Federal service is that it
offered the best opportunity for pursuing a chosen occupation.

The next most frequent reason was to accept an interosting, challenging

assignment,

“Orher reasons”

“Felt L.eould be use-
ful in emergency or for
special misczion®

“Mativated teward
publc service”

“Best offer
l had**

**Best opportunity to
follew chosen eccupmion"

**Offered interesting,

challenging assignment”

Only 1 in 8 executives under age 45, and 1 in 20 under 35 reported that they
had accepted a Federal job because it was the best offer they had.

“Motivated Toward

Public Service”: 15% of managers

“Offered the Best Opportunity

“Planned a Federal Career”: 54% age 55 and over
33% age 44 and under

“Had No Definite Intentions": 21% age 55 and over
39% age 44 and under

10

8% of engineets, biologists, and
physical scientists

to Follow Chosen Occupation®: more than 0% of biologists
37% of physical scientists
35% of engineers
less than 20% of general administrators
and staff managers

Q




MOBILITY

Extent of Mebility of Present Exceutives

Mote than half of the executives have spent their entire
Government career within a single agency,

“Movement Across Agency Lines''

‘éz%n\

have worked

fn 3 or more

84% have agencles

worked fn 1
24% have

ageney only
worked {n 2

agancles

Most of the mobility has occurred comparatively early in
the careers of the executives:

Over 70% have made no interagency move
since they reached GS-13

Fewer than 1 in 10 worked in as many as
three agencies at the middle management
level or above.

Overscas Service

No overscas service  58% Military only 2%
Both civilian and 5% Civilian only 10%
military
N ,
11
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One agency

Attitudes Toward Changing Jobs

Over half of the executives who have worked in only one agency are willing to
consider changing jobs, Quly 16% of this group state that they would prefer not
to change johs at this time, Those who have worked for more than one agency
are more willing to change than those who have had their entire carcer in a single
agency.

“Very reluctant to move®

Two of more

agoncles

“Gonslder moving depending
on the joh'

“Would welcoriis a change"

Younger executives express more willingness than older executives
to change jobs,

Biological scientists showleastwillingness to change (58%), compared to 81 of
the budget people, T4% of the personncl managers, 72% of the sucial and behay-
ioral scientists, 71% of the engincers, 70% of the general administrators, and 62%

of the physical scientists,

Attitndes Toward Changing Geographical Location

More than 6 out of 10 ex¢cutives are willing to consider making a geographie
move, depending on the job.

GS-15"s appear more willing to
consider geographical changes,
but the variation is very small,

38%

Those age 55 and over are more
“Very much

58%

“Rould con-
sider depend-

prefet not to
change"

reluctant to move than young
executives,

boemmw o f

ing on job*

o Would welcome opportunity
to change®’

()
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4 A -8 1E
(Q TRAINING DESIRED

AN

Ans 44
305
27% 27%
25%
;
Refresher Goverament Politlcal, Fublie Use of Inter-
Tralning in Poliey and Feonamle, Admin, ADP National
P‘rufv.wlﬁnnl L Operations and Soelnl Syutems Relatienn
@ Field Probléms and Orgn.
There are marked occupational vatiations in the areas in
which exccutives desire to receive training:
Mar.: than half of the physical scientists
and enginecrs want advanced or refresher
teaining in their technical or professional .
fields. .

They express much less interest in training
in suck areas as Government policy and oper-
ations, public administration, and political,
economic, and social problems than do other
occupational groups.

o O




RECOCGMITION OF EXCELLENCE

Q)

AVARDS FROM WITHIN AGENCY AWARDS FROM QUTSIDE SOURCES

In several large ageacies about 75% of all executives have
received awards frem their agencies whereas in other agencies
as few as a third of the exccutives have been given such
tecognition.

The fact that there are no major differences among agencies
in regard to the proportinn of their exceutives teceiving out-
side recognition suggests that the differences noted result
more from differences in agency practice than from differences
in executive quality.




| (O | ' , SUMRMARY

) : %
) 341 Have reached the age of 55,
AGE 21| Are under age 45,
SEX 98 | Aremale.

_ 64 Have 20 ye:rs or more.
";J!".NG’]‘” OF S["“\’[CE 11.3 ”El\'c at l(;,f‘tql ?5 )U“‘rs'

e - e e

TN g5 | Have at least one college degree.
EDUCATION 50| Have Masters level degree or better,
e 11 Could retire now. ‘
RETIREMENT 30 Will be eligible to retire within 5 years.
. 2 | Entered at GS-16, 17, or 18 levels.
( _ 18 | Entered at GS-13, 14, or 15 levéls
- 54 Spent entirc career in one agency,
' - 52 | FEntersd because it offered:
CAREER ta~’'. - best opportunity for pursuing a chosen occupation.

— interesting, challenging assignment.
54 | Would cousider changing jobs for the right opportunity.

62 | Would consider a geographical move.

58 | Have reccived formal recognition within the last 10 years from their agencies.|
23 | Have been honored by other organizations.

RECOGNITION

FURTHER STUDY

Beginning in 1968, the Civil Service Commission will conduct a com-
prehensive and continuing analysis of information in the Executive
Inventory. This will permit more effective agency and Government-wide
executive manpower planting by creating a broad basis for estimating
executive manpower resources and projecting recruitment and develop-
ment needs. And overall it will form a solid foundation for effecting
substantial improvements in the way Government meets its executive
manpower requirements. '
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APPENDRIX D

JOB DESCRIPTIONS

Pregent Employment

3ection one of *this appendix contains the job descrip-
tions of the Apollo project managers sampled (information
we&s not available on 6.7 per cent). Job descriptions are
exactly as recorded in the EAS except that the hardware
involved is not specifically identified in order to maintain
the confidenc» of the project managers involved,

Section two of this appendix contains a partial listing
of prior job descriptions. Job descriptions are exactly as

recorded in the EAS with same exception as above.
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Section 1

Job Descriptions
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This pnsition demands responsibility to Center management
for the delivery of a guality piece of hardware to the
launch site in schedule. There is also responsibility

for managing and directing Center and contractor resources
affecting this hardware. One must have the ability to
plan, manage, direct, and coordinate the efforts of many
diverse elements of Goverrment and contractor organiza-
ticns whigh affect configuration and schedule. A knowl-~
cdge of spacecraft gystems and program goals is required.

This positior maintains responsibility for successful
project completion within approved scheduling and budget-
ing. This reqgiires a broaa knowledge of spacecraft
systems, engineering, and the fundamentals in several

and diverse disciplines. Moreover, one must have a
facility for rapid and effective communication and the
ability to assume leadership cver a broad spectrum of
personnel from technician to corporate vice-president.

This position involves total responsibility for the
research and development, pre=-production; production,
test, and pre-flight coordination of the hardware. The
magnitude of this program is in excess of 750 million
dollars. This office is the focal point for all direc-
tives from NASA to the prime contractor and for dissem-
ination of the contractors' progress to all elements of
NASA. The project manager directs the activities of
twenty-six engineers, including representatives at the
prime contractor's plant and five NASA locations.

The duties of this cffice include managing Center activi-
ties affecting the hardware, maintaining schedule and
configuration; and coordinating activities between the
three Centers (MSFC, MSC, and KSC), Headgquarters, and
contractors as required.

This position requires the provision of coverall technical
and management direction of the development and delivery
of the hardware. Duties consist of engineering and
resource planning and direction for defining and execut-
ing hardware design, developrent, production, test, and
delivery. Facilities, manpower, tooling, and materials
must be provided and adjusted to meet project needs both
at contractor sites and NASA installations. The position
requires the ability to manage contractor and Government
technical and administrative personnel. Emphasis must

be directed into areas where scientific and engineering
break-throughs are required *+o meet the hardware mission
requirements while maintairing firm budgetary control at
a level in excess of one billion dollars.
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This position demands the assessment of technical fabrica-
tion and schedule problems and the assurance of design
qualification

As project manager one must define, direct, review, and
evaluate Center performance throughout the planning and
coordinating phases. One must provide contractor direc-
tion in the desagn, development, integration, production,
test, delivery, and pre~flight check of rhe hardware.

This position demands coordination and direction of a
centralized effort to bring to focves all hardware work
performed in the Center and by cther agencies and industry
in support of the Center. This includes responsibility
for the development and production of ail hardware of

this type assigned to the Centerx The project manager
plans, defines, and monitors the progress, interrelation,
and coordinat:on of the development and production of

this type of hardware for advanced space vehicles. The
manager cepresents this effort to the Center, other NASA
Centers, other agencies, industry, and scientific arnd
technological groups concerned. The position demands
technical experience, mature judgment, management 3bility,
personal presentations, and a wide range of other tech-
nical and managerial skills such as planning, cocrdinat-
1ng, and exercising self-discipline. One must have the
ability to establish and maintain an effective leadership
role to assure effactive implementation of the program.

This office is responsible for the development, produc=
tion, configuration, control, and field support for the
hardware., This requires an engineering degree or eguiva-
lent with extensive exp=rience in the area. Overall
managemént skill is required with experience in financial
management, logistics, research and development, and
Government contracting. One must be able to make pre-
sentations, conduct conferences, and be able to motivate
both Government and industry technical and management
personnel,

This office is responsible for the development, produc-
tion, configuration, control, and field support of the
hardware. This responsibility includes budgeting, tech-
nical direction, and technical support in terms of
contract management involving a billion dollar project.

This position is responsible for extensive hardware

development. Experience, management ability, and the
abi1lity to get along with people are required.
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This office 1s responsible for delivering the hardware
on time, within allocated resources, and within estab-
lished quality and reliability standards for the manned
lunar mission. A broad kanowledge of program planning,
financial management, configuration management, contract
management 1nciuding incentlive contracting, and sub-
system management is required. Also, the ability to
negotiare with large organizational groups and industry
ro resolve conflicts for the best interests of the pro-
gram 1s required.

This position demands responsibility for the management,
budgeting, scheduling, controlling, and reporting
affecring the hardware This includes control and coor-
dination of cesources and efforts, plans, and schedules
for conponents and assembly of the hardware

This office pians and directs a centralized design,
developmeant production, and field support program. This
office establishes policies, plans budgets and schedules,
and directs work to be performed by contractors and
Government personnel. This requires broad knowledge of
basic engineering principles of design, production,
testing, and quality control. One must negotiate accept-
able pos:itions among several diverse groups and have the
abi1lity to foresee possible pitfalls in cost and schedule
areas
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Prior NASA Employment .

1

As a .ab manager, this position 1s responsible for Center
operatlons and field activities. The organization con-~
s.5ts of 600 scientific, engineering, and clerical per-
sonnel with over thirty per cent in nationwide field
rocations. The position requires policy formulation
involving design, manufacturing, and other disciplines-

As a NASA representative av the contractor's plant, this
position is responsibie for presenting a single, on-site
point for program direction and guidance in accordance
with the overall program reguirements as initiated by the
Center and the project manager. An engineering background
1n missile or space vehicle development and testing is
required ODne must have the ability to communicate orally
and 1n weiting and the ability to assess technical
approaches and concepts One must be influential in
directing the decisions of the contractor and Government
supervisors and managers.

Prior Federal Service.

1.

This position demanded sa2rvice as a research and develop-
ment. engineer for the hardware. Performance of continual
surveirllance of the above hardware's development, pro-
ducticon, and flight programs to i1nsure engineering
1ntegrity was required. Served as a principle govern-
ment contact for solution of problems involving engineer-
ing, performance, and schedules,

This position required supervision of the design of the
hardware. Also, advice and assistance in final launching
was required. The objective was to solve tasks indepen-
dently with freedom 1n methods of attack for the accomp-
lishment of objectives.

Industrial

1.

Served as a marketing and field engineering representa-
tive for several major manufacturers of high voltage
equipment and lighting gear. Recommended solutions to
electrical problems of customers in the power and light-
lng area.

Supervised and accomplished preliminary design of pro-
pulsion, secondary power, environmental control, inlet,
and fuel systems of advanced air breathing and rocket
millitary aircraft and missiles.
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Regponsible for electrical distribution and transmission
system for a public utility. Basic duty was to keep

system operating and to provide annual plan and budget
for growth.

Conducted theor' and lab classes in A.C. machinery and

electronics for junior and senior college students.
Carried the title of instructor.
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